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Abstract 
The aim of this study was to explore the applicability of 
multidimensional scaling techniques to the investigation 
of real-life or simulated real-life episodic leadership 
situations. 
A conceptual framework was constructed initially which 
brought together some of the historical and contemporary 
views on leadership as a psychological process with 
particular emphasis on the influence mechanisms employed 
by leaders in episodic situations. 
Various methods of data gathering were considered and a 
card sort technique was finally developed which was 
capable of being used in relatively hostile environments. 
Data was gathered using soldiers in three types of patrol 
situation which were considered in terms of the functions 
of the patrols and the times at which they took place. In 
all, 18 patrol episodes involving 94 soldiers were 
investigated. 
Multidimensional scaling techniques (SSA) were then used 
to investigate how individual leader control variables 
grouped together to suggest underlying control domains of 
influence. It was found that the emergent mechanisms 
depended on situational aspects of the particular type of 
episode. In addition, it was found that the nature of 
these influence mechanisms was not stable with time and 
that changes in the nature of the perceived influence 
mechanisms took place as time progressed. There was also 
evidence to suggest that mismatches occurred in how the 
leaders perceived their behaviour compared to the 
followers' perception of the same behaviour. 
The MSA technique was used to identify differences in 
leadership perception based on responses over the full set 
of variables. There was evidence to suggest that a 
leader's perception of his behaviour is relatively stable 
although there may be differences in the nature of the 
situation. Furthermore, there appear to be differences in 
perception between commissioned and non-commissioned 
officers of the nature of their behaviour when leading in 
episodic conditions. 
It was found that multidimensional scaling techniques 
provided answers to a number of salient questions relating 
to leader behaviour perception and thus can make a 
valuable contribution to the understanding of the 
influence mechanisms involved in episodic leadership 
situations. 
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This study came about for a variety of reasons. Firstly, 
the author had been developing an increasing interest in 
human influence mechanisms as a result of experience gained 
in a variety of situations including sales training. In 
1979, the opportunity arose to combine the author's 
experience in medical electronic systems and psychology as 
a result of being appointed Senior Lecturer in Military 
Technology at the Royal Military Academy Sandhurst. 
Despite its international reputation as a leadership 
training establishment, no integrated, cohesive theoretical 
base for the leadership training existed at Sandhurst apart 
from an elementary introduction to Adair's Functional 
Leadership Theory. As a result of undertaking officer 
training as part of an experimental programme to become 
acquainted with the experiential life space of the 
Sandhurst Student Officer, the present author was invited 
to join the Chief Army Scientist's Pool of Technical Staff 
Officers (Territorial) as a psychologist. Thus the scene 
was set for an investigation into leadership theory which 
would enable the present author to formalize his 
qualifications in psychology and at the same time increase 
the theoretical base for leadership training within the 
British Army.. r 
A major factor in the choice of University of Surrey was 
the appointment of Dr. John Adair as Professorial Fellow in 
Leadership Studies. John Adair had been instrumental in 
establishing the theoretical base for the Sandhurst 
Leadership training some fifteen years earlier when he had 
occupied a lectureship at RMAS similar to that of the 
present author. 
Another major influence on the study was the research 
carried out by Eugene McKenna in 1976 on the subject of 
situational leadership in respect of the role of Chief 
Accountant within the finance function of a company. 
Altogether, these factors combined to form a most 
favourable environment for the present study which is 
presented as a step towards developing a structured 
approach to analysing episodic leadership on which most, if 
not all, leadership selection and training is based. 
To assist the reader in grasping the structure of the 
study, an overview appears overleaf. 
Overview of the study 
Chapter One Background to the research 
Chapter Two Historical perspective 
Chapter Three The conceptual framework 
Chapter Four Pilot studies and emergent methodology 
Chapter Five Application and development of 
the methodology to some specific episodes 
and the presentation of some basic 
questions relating to episodic leadership. 
Chapter Six Results 
Chapter Seven Discussion of results 
Chapter Eight Discussion of the basic questions based 
on the results of the empirical studies 
Chapter Nine Conclusions and an overview of the 
methodology 
Chapter Ten The current research position and 
recommendations for further work 
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CHAPTER ONE 
Background to the research. 
1.1 Introduction 
The processes by which one individual can successfully 
motivate others and lead them into corporate action are 
perhaps among the most fascinating yet elusive areas of 
human behaviour that Man has studied. Throughout history, 
leaders have appeared whose effect has been to change quite 
dramatically the course of events and despite many attempts 
at studying the processes involved, there appears to be no 
single theory which explains the leadership process. The 
problem is compounded by the tendency among many people to 
equate the sort of leadership displayed by world renown 
individuals such as Churchill and Ghandi with that displayed 
by the leader of a small team for example a platoon of 
soldiers. One of the basic issues put forward in this study 
is that leadership has a temporal component which enables us 
to clarify thinking about leader operation. 
Many theories exist about leader operation and an outline 
summary of some of these is given. The problem is that none 
of these theories explains the leadership process fully 
although most leadership models do seem to have their 
merits. A conceptual framework is initially proposed to form 
a comparative basis for these theories. Thus the 
contributions and omissions of the various theories may be 
identified. It was decided to concentrate on the analysis 
of leadership as a social episode using multidimensional 
scaling techniques to attempt to identify influence 
mechanisms. Most leadership theories are based on what the 
leader is or what he does. This study is almost unique in 
acknowledging that both these influence mechanisms play a 
part and the action-reaction model proposed addresses this 
aspect. To construct any theory, it is necessary to build on 
solid foundations and a fundamental aim of this study is to 
try to increase the clarity of thinking on the subject of 
leadership. Once the basic nature of episodic leadership 
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is understood then it is suggested that this will provide a 
sound foundation for research into ambient and strategic 
leadership. (See page 7. ) 
1.2 Orientation 
In order to emphasise the diversity of approach to both the 
concepts involved and the study conducted in leadership, it is 
useful to consider some of the attempts which have been made 
to define what leadership means as a human interactive 
process. Essentially, leadership seems to be involved with 
the achievement of certain goals by performing tasks which use 
subordinates. A fundamental part of the leader's operation is 
that he mobilizes the energies of the subordinates to work 
toward the goals and in doing so is operating in a 
transformational situation. The fundamental issue posed by 
the researchers is "what factors encourage success in this 
process"(Jain 1976). It seems that the personality, self 
concept and expectations of the leader are all significant 
factors together with the personalities, self concepts and 
expectations of the followers. Furthermore, the nature of the 
task to be undertaken and the context in which it is to be 
performed are also important. In essence we have three 
aspects to consider: 
The leader 
The followers 
The task 
These interact in a given situation to generate a social 
episode and these three areas are reflected throughout the 
literature. In particular, Stogdill (1974) produced a 
comprehensive review of the research material on leadership 
which shows that researchers do tend to focus their efforts on 
one or more of these areas. 
On an intuitive level, it is widely felt in military circles 
that leaders are born not made, thus reflecting the 
established nature-nurture controvesy. This idea however is of 
little use to the recently appointed leader who has to forge 
an uncoordinated group of individuals into a cohesive unit 
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working towards a common goal. 
During the past three decades there have been many 
experiments, mostly in industry, to attempt to discover 
which styles of leadership are effective in different 
situations. There are now signs that the military 
community in Great Britain is turning its attention to 
this aspect of leadership and to do this effectively it is 
necessary that knowledge be gained regarding the influence 
mechanisms that are at work in episodic leadership in 
particular. The military community in the United States 
of America has been considering this problem for some time 
and base their philosophy on the task versus relationship 
model. To date, leadership style has been considered by 
the British Army in particular, to be a function of the 
"qualities" or "personality" of the individual leader, 
implying some degree of consistency. Recently, however, 
doubt has been cast of the notion of leader 
predictability, notably by Dixon (1976) who in his part 
serious, part humourous discussion of military leadership 
proposes that many major military catastrophes have 
resulted from over rigid decision making. Dixon proposes 
that the processes by which generals achieve their rank 
tend to select individuals who lack flexibility due to the 
effects of over authoritarian primary socialisation. The 
result is that under the pressure of battle, such an 
individual becomes rigid in his decision making. If new 
information arrives to cast doubt on a previous decision 
then the individual moves into a state of cognitive 
dissonance (Festinger 1957). (See Chapman and Jones (1980ed)). 
In terms of style, it is now appreciated in the higher 
levels of the military community that there is merit in 
the autocratic-democratic-laissez faire approach proposed 
by a number of commentators including Tannenbaum and 
Schmidt(1958). Basic military thinking tends to favour 
the directive, authoritarian, autocratic approach and 
there are good reasons for so doing. Much of the research 
into combat stress (Labuc 1982) suggests that the effects 
of battle shock and long term stress are minimised if the 
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individuals are operating in clearly defined drills and 
routines under firm, unambiguous direction from the command 
level immediately above. To aid the position power of the 
military leader, the principle of the elite officer is still 
clearly adhered to and even in the mid 1980's a class 
distinction tends to occur between those officers who start 
their careers through officer training and those who are 
promoted through the ranks. This is to be contrasted with 
the British Civil Police whose officers all start at the 
basic level of constable and rise through the organization on 
promotion. It is interesting to note, however that as the 
British Civil Police become progressively more involved in 
paramilitary activities (civil disorders due to industrial 
disputes etc), attention has fallen once again on the value 
of an elite officer corps in times of stress. (Informal 
discussions with several senior police officers). 
In military circles, societal trends have tended to mean that 
more than ever before, soldiers are less likely to obey 
orders without question. In particular, the formal academic 
and military training courses for officers in the British 
Army have been progressively shortened, placing an increased 
reliance on 'on the job training'. For example, university 
graduates now complete a six-month course at Sandhurst while 
non-graduate officers are trained on a 'thick sandwich' 
course of six months at Sandhurst followed by between two and 
four years unit experience and a completion course of 
fourteen weeks at Sandhurst after that period. Thus it is 
likely that the average young officer in his first 
appointment will be in a leadership position after only six 
months training. His soldiers and non-commissioned 
officers(NCO's), in contrast, will have many years 
experience. More than ever before, it is important that 
young officers are able to operate as effective leaders from 
day one and this implies a sound knowledge of the principles 
of those infuence mechanisms which are involved in the 
leadership process. 
The military leadership problem is compounded by the 
differing requirements of the various levels of command. 
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This is, of course, true of all organizations. However in 
the military unit there is a definite difference in the 
leadership requirements of the officer and NCO. The 
officer's functions include the interpretation of orders, 
planning, controlling and initiating structure while the 
NCO's functions include executing the orders, supporting 
and coordinating the detailed aspects of the platoon or 
section's operation. In the military situation, one of the 
most interesting concepts is the idea of psychological 
distance, reflected in the position power of the leader 
whether he is a platoon commander (e. g. a captain) or a 
section leader (e. g. a corporal). The empirical studies 
will consider this point later in this thesis. Overt 
position power as indicated by uniform and badges of rank 
has an important number of advantages which become apparent 
in stressful situations. Some senior commanders 
(Vickers 1980) have commented on the undermining effect of 
the use of christian names between officers and soldiers, 
particularly in adventure training and sport. The problem 
is, it has been suggested, that it is difficult to retain 
power to order men to their possible death once christian 
names have been adopted. (Address to Sandhurst students, 1981. ) 
The idea of distance between the leader and followers is an 
important one. In particular it is proposed that there are 
differences in the perception of the leader's operation 
depending on whether the follower's or leader's viewpoint 
is considered. One can see repeatedly in field observation 
that leaders in emergent group exercises are more effective 
if they periodically remove themselves from the task in 
order to review progress and perhaps redirect activities. 
This has been named the 'heliview' principle by a number of 
observers and has provided a useful teaching aid for group 
leadership training tasks . Much of the selection process 
for the British Army Officer depends on group exercises 
which are undertaken at the Regular Commissions Board. 
Group exercises have stood the test of time in the military 
selection process and it is interesting to consider for a 
moment how people tend to be categorised according to their 
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performance. Observers have commented that potential 
British Army Officers tested at the Regular Commissions 
Board (RCB) tend to fall into three categories 
(Houchin 1979)* Firstly there is the loud, dominant type 
who feels it is his duty to take command and impose his 
solution on the group as quickly as possible. Frequently 
this solution is ill-conceived and after a few minutes 
tends to be abandoned. The second type of participant is 
the one who does not involve himself in the direction of 
the work to any extent. He is prepared to take orders and 
maintain a stand of non-involvement if at all possible. 
The third type of participant tends to be the one who 
finally emerges as the leader, usually with the solution 
which finally enables the task to be completed. This 
person is quite frequently not the most dominant, bombastic 
in the group but the one who takes time to assess the 
problem and then guide the group when they reach the 
failure trough after their initial attempts have failed. 
This would tend to promote the situational theories of 
emergent leadership, namely that it is the person with the 
appropriate set of skills as required by the situation who 
is the most effective leader. (Personal communication. ) 
From the above we can identify a number of basic concepts 
which will help clarify our thinking. Firstly it is quite 
clear that the above type of situation is identifying 
leadership in a closed system of artificial roles for a 
limited period of time. Thus we have a contrived social 
episode. 
0 LEADER 0 
0 
"0 
FouoWE ßS 
" 
0" 
fig. 1 The leadership episode 
Contrast this with the normal day to day situation 
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encountered in most organizations. There is not simply one 
episode underway but a series of episodes not only 
sequential in nature but overlapping and varying in 
parallel density. ý_ _ 
fig. 2 Ambient leadership 
ade can label this situation ambient leadership where the 
overall leadership function is not primarily involved with 
directing each episode but in creating an environment in 
which successful interaction and completion of the episodes 
can take place. 
C`ýOa 
0 00 ei 
fig. 3 Strategic leadership 
The third aspect of what is clearly a temporal framework in 
which we can consider the leadership function is that this 
'environment' which has been created tends to need overall 
direction. This aspect of leadership can be conveniently 
labelled 'strategic' leadership and we can represent the 
overall temporal model of the leadership function as in 
fig. 3. 
Quite clearly, most leadership selection and training 
models are concerned with the nature of episodic leadership 
which could be thought of as the basic building block of 
leadership theory. It was decided therefore that a 
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convenient point at which to start to consider how to 
investigate and identify leadership control mechanisms was 
to study the leadership episode. Most of the above 
exercises are really aimed at identifying which participant 
can rise above the others in the group and take over as 
emergent leader. In real life however. it is the operation 
of the designated leader and how this operation may be 
improved which is of primary operational concern. Thus our 
investigations will be with designated leaders. What is 
clear is that both emergent and designated leadership tasks 
are concerned with the individual who proves to be an 
effective leader and it seems that different situations 
require different operational sets of control variables on 
the part of the leader. This again is considered in the 
analysis later in this study. 
Many writers tend to differentiate the nature of leadership 
according to level in the organization and in some ways 
this is a similar concept to our idea of the temporal 
framework. Hersey and Blanchard(1969) for example suggest 
that at lower levels in the organisation it is technical or 
task skills which characterise the successful leader while 
at middle levels with interactions to subordinates and 
superordinates, then it is human or relationship skills 
which are most important. At the very top of the 
organisation it is conceptual skills which characterise 
leader effectivenes in the strategic domain. In the 
military situation the hierarchy is a very well defined 
structure ranging from section level as the base line 
through platoon, company, battalion, regiment, brigade, 
division and finally corps level. Each level is 
characterised by types of individual. At the section level 
where the main group of followers are to actually fight, it 
has been suggested (Royal Military College of Science 
Leadership Precis) that the more warlike a unit, the more 
obstreperous are the followers and the more likely they are 
to question orders due to their own desire to dominate and 
lead. Leaders at this level have to be capable of 
balancing strong personalities, fighting off challenges to 
Page 8 
their leadership and earning the loyalty of the group on a 
subconscious level. There appears to be a high projective 
element in the operation of such leaders. Their operation 
is reinforced by obedience and discipline which appear to 
be a mixture of automatic-responses imposed by drill and 
training. At the section level, three types of followers 
are often quoted (ibid. ) : the enthusiastic, the apathetic 
and the skiver. 
The concepts of emergent and designated leaders are 
frequently encountered. Leadership training often uses the 
emergent leader approach to assess potential and we have 
already mentioned the three behavioural categories into 
which participants may often divided. The highly task 
orientated, dominant person who immediately tries to 
control the situation frequently finds his poorly conceived 
solution is rejected after a short time into the episode. 
He is usually replaced by the more sober-minded individual 
who has the ability to weld the group into common motivated 
action rather than force the behaviour in the manner of the 
first leader and this difference in operation leads us into 
one of the basic concepts of this study, namely that 
leadership is essentially a transformational process. By 
this we mean that as a result of leadership action the 
followers achieve some objective which they would otherwise 
not have achieved. 
The preceding leadership example highlights what is a very 
recurrent theme in the leadership literature, that is the 
partitioning of leader operation into those aspects which 
are designed to achieve the task objective and those 
aspects which are designed to support the individuals 
forming the team both individually and as a group. We will 
return to this idea later when it will be shown with the 
conceptual framework that many leadership models contain 
common elements. 
One of the traditional ways of looking at leader operation, 
particularly in the small group episode is from the 
viewpoint of decision making. The Tannenbaum Schmidt 
approach of autocratic, democratic and laissez-faire has 
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already been mentioned and it is interesting to note that 
the British Army has recently acknowledged that the 
autocratic approach is not necessarily the best approach in 
all situations. The labels on the scale have however 
had to be altered slightly to replace 'laissez-faire' with 
'hands-off'! On a serious level the considerable increase 
in the use of technology and computer systems has meant the 
off icer has often to interact not only with his men but with 
computer terminals. Usually in this situation, the 
officer will have one or more subordinates who are 
technically much more able than he and in this type of 
situation the democratic style is becoming increasingly 
recognised as having worth. Even more significant in some 
'hi-tech' military situations is that 'hands-off' 
leadership is also now receiving attention hitherto 
unprecedented in the military situation. Dixon (1976) has 
looked at military decision making on the basis of 
Festinger's (1957) cognitive dissonance theory. It seems 
reasonable to suppose that increased technological support 
may or may not reduce the likelihood of the many cases of 
military leadership incompetence repeating themselves. On 
one hand decision making may well be more democratic 
relying on appreciations supplied to the leader by others 
while at the same time the amount of information the leader 
will be required to process will increase dramatically. 
gnat is clear is that technology is having an increased 
effect on role requirements of military leaders. Due to 
the increased complexity of the leadership situation it is 
even more important that the military leader is as 
effective as possible and to achieve this end more 
knowledge of human influence mechanisms is required. 
Furthermore, officer training courses are tending to become 
shorter in length and subalterns have to integrate into 
their first position within six months of starting 
training. In this situation, the NCO's are invariably more 
experienced and there appears to be increased scope for 
democratic leadership and even in some cases 'hands-off' 
leadership. 
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Leadership is often confused with management. Field 
Marshal Slim stated on a number of occasions: 
...... " there is a difference between 
leadership and management. Leadership is of the spirit 
compounded by personality and vision. Its practice is an 
art. Management is of the mind more a matter of accurate 
calculation of statistics, methods, timetables and routine. 
Its practice is a science. "......... 
IRMAS Handbook 'Serve to Lead. ) 
Once again we can see the transformational aspect of 
leadership reflected although this time there is a greater 
degree of affect implied. 
In more practical terms, although it may be good management 
to move troops to a war zone when needed, it requires 'good 
leadership' to train them to work efficiently and willingly 
in a hostile environment. It seems that the individuals' 
motivational processes need to be triggered in some way. 
Inept 
leaders 
Highly 
efficient 
leaders 
Leadership development 
fig. 4 The spectral shift 
To conclude the orientation process it is now necessary to 
draw together some threads which will enable us to develop 
a framework to aid description of the basic building block 
of leadership, the leadership episode. Firstly it appears 
that the ability to lead others is a highly complex human 
facility and it appears to be a commonly held notion that 
leaders are 'born and not made'. 
In practice, leadership training involves a spectral shift 
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a ab b 
in leader effectiveness rather than attempting to convert 
the totally inept into expert leaders! 
By studying the processes at play with particular regard to 
the way both followers and leaders perceive leader 
operation it is suggested we accomplish the transformation 
a-a to b-b. 
1.3 Definitions 
There are few more emotive subjects discussed by military 
officers than leadership. Unfortunately much confusion 
exists regarding the definition of exactly what is meant by 
'leadership' and this section is devoted to a review of 
some of the attempts which have been made to define the 
phenomena. 
Perhaps the most emotive definition of all is that recently 
quoted by Correlli Barnet(1984).... 
"L eadeu hip La apß ychotog. Lca e6 once 
that haA nothing to do with mann A an 
good chc,. a. c v on even in. teULgence. 
Nothing to do with . Ldea6 on idea Wm. 
It ias matten. 06 %etat i ve wLU poweh a, a 
buic connection between one animal and 
the neat o6 the heed. Leadenahip . L4 a 
ptcoce ae by which a e. Lng. P_e aim and uni6 Led 
action a/re dmpadtted to the heed. Not 
AupA"ingey it L6 mo. 6t in evidence in 
.t tme6 one cixc uma. tanee, s oý danger, on. 
ehaUenge. Leaden a h. Lp i, 6 not . imp oz ed 
LLk authority. It i, 6 ac tua ly weieomed 
and wanted by the . fed. " 
(Quoted at a Royal United Services, Institute 
Conference on Leadership in December 1984. ) 
Whilst such a definition is emotionally satisfying in many 
respects and certainly points to the involvement of the 
psychologist, there is little indication as to how we might 
objectively research the process. 
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There are literally dozens of definitions relating to 
leadership and its various aspects. Hart (1980) stated 
that he had considered over one hundred. The most 
comprehensive work on the psychological aspects of 
leadership was that carried out by Stogdill (1974). In 
that work no less than ten categories of types of 
leadership definition were proposed. The typology defines 
leadership as: 
A focus of Group Processes 
Personality and its effects 
The art of inducing compliance 
The exercise of influence 
An act or behaviour 
A form of persuasion 
An instrument of goal achievement 
An effect of interaction 
A differentiated role 
The initiation of structure 
If we consider leadership as a focus of group processes 
then we see the attempt to link the processes of group 
activity and change to one central figure. As long ago as 
1909, Mumford observed that "leadership is the pre-eminence 
of one or a few individuals in a group in the process of 
control of societal phenomena" whilst some years later 
Blackmar (1911) saw leadership as the "centralisation of 
effort in one person as an expression of the power of all". 
Somewhat later in 1934, Smith referred to the personality 
dominance of the leader and commented "the social group 
that expresses its unity in connected activity is always 
composed of but two essential portions: the centre of focal 
activity and the individuals who act with regard to the 
centre". Redl(1942) referred to the leader as a central or 
focal person who integrates the group. Krech and 
Crutchfield(1948) observed that "by virtue of his special 
position in the group he (the leader) serves as a primary 
agent for the determination of group structure, group 
atmosphere, group goals, group ideology and group 
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activities". A further line of thought was suggested by 
Knickerbocker(1948) that "when conceived in terms of the 
dynamics of human social behaviour, leadership is a 
function of needs existing within a given situation and 
consists of a relationship between an individual and a 
group". There is no doubt that this group of definitions 
has been influential in directing attention'to the 
importance of group structure and group processes in the 
study of leadership. In particular Mumford's work showed a 
considerable degree of sophistication in his perception of 
the leadership process, particularly with reference to the 
ability of the leader to control or affect the outcome of a 
given situation. Most of the definitions suggested by 
Mumford's contemporaries tend to place the leader in a 
relatively helpless position, as a central figure rather 
than the controlling force. 
Several early theorists sought to explain the phenomena of 
leadership in terms of personality traits and this bears a 
direct relation to the qualities approach outlined later in 
this study. Indeed, this approach still holds considerable 
appeal, particularly in some military circles. 
Bowden(1926) equated leadership with strength of 
personality and stated ".... the amount of personality 
attributed to any individual may not be unfairly estimated 
by the degree of influence he can exert upon others". We 
can detect here the projective aspect of the leader which 
will be developed later in the study. A more academic 
definition was, however, suggested by Bernard(1926) namely 
"Any person who is more than ordinarily efficient in 
carrying psychosocial stimuli to others and is thus 
effective in conditioning collective responses may be 
called a leader. The leader must possess prestige and must 
know what stimuli will condition adequate responses for 
presenting these stimuli. " Bogardus(1934) defined 
leadership as "personality in action under group 
conditions...... not only is leadership both a personality 
and a group phenomenon, it is also a social process 
involving a number of persons in mental contact in which 
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one person assumes dominance over the others". The major 
criticism of the personality theorists is the "one-way" 
influence effect which tends to ignore the reciprocal and 
interactive characteristics of the subordinates and the 
particular leadership situation. 
The compliance-induction theorists, even more than the 
personality theorists, were concerned with leadership as a 
unidirectional exertion of influence in which the leader 
coerced the group to conform to his will. Bundel(1930) 
regarded leadership as "the art of inducing others to do 
what one wants them to do" whilst Bennis(1959) suggested 
"leadership can be defined as the process by which an agent 
induces a subordinate to behave in a desired manner". 
Other researchers were less forceful in their definitions 
including Munson(1921) who defined leadership as "the 
ability to handle men so as to achieve the most with the 
least friction and greatest cooperation.... Leadership is 
the creative and directive force of morale". 
With all these definitions, little recognition is given to 
the rights, desires and necessities of the group members or 
of the group's traditions and norms. 
Tead((1935) defined leadership as "the activity of 
influencing people to cooperate toward some goal which they 
come to find desirable" whilst more recently Stogdill(1950) 
termed it "the process of influencing the activities of an 
organised group in its efforts towards goal setting and 
goal achievement". The influencing process is a useful 
point to start researching from an input-output basis in 
that it implies a certain output for a given input and thus 
proposes the idea of leader effectiveness. Shartle (1956) 
suggested several definitions based on the influence 
process including his suggestion that the leader is an 
individual "who exercises positive influence acts upon 
others" and "exercises more important inluence acts than 
other members of the group or organisation". 
The importance of verbal communication was suggested by 
Haiman(1951) who suggested that "direct leadership is an 
interaction process in which an individual, usually through 
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the medium of speech, influences the behaviour of other 
towards a particular end. An individual's effort to change 
others may be termed 'attempted' leadership whilst the 
process of producing actual change may be referred to as 
'successful' leadership". If the followers are reinforced 
or rewarded for their behaviour then this may be termed 
'effective leadership' according to Bass(1961). 
More recent theories consider leadership in terms of an act 
or behaviour. Fiedler, Mouton and Blake, Hersey and 
Blanchard are all examples of theorists who favour the 
behavioural approach. Certainly it would seem that in 
order to differentiate between successful and unsuccessful 
leaders then a good starting point would be to look at the 
observable differences between the groups. Carter(1953) 
stated "leadership behaviours are any behaviours the 
experimenter wishes to so designate" and Shartle(1956) 
developed the idea of determining which behaviours resulted 
in behavioural changes in the followers. The advantage of 
the composite model proposed later is that not only 
behaviours, i. e. the instrumental aspects, are considered 
but also cognitive and affective aspects together with the 
projective mechanisms of control. 
Several early theorists attempted to remove the implication 
of coercion from their definitions of leadership and wrote 
instead in terms of persuasion. Schenk(1928) suggested 
that leadership was management of men by persuasion and 
inspiration rather than coercion. Copeland(1944) developed 
this idea by suggesting that leadership is the art of 
dealing with human nature and that it must not be confused 
with drivership, namely the process of compelling a body of 
people by intimidation. An interesting concept was 
suggested by Odier(1948) who differentiated between the 
value and valence of a leader. Valence is the power of a 
man to act in the affective domain of his followers (the 
'gut' reaction) by influencing their feelings of value. 
This consideration of affect in leadership is currently 
starting to receive considerable attention, particularly in 
the non-scientific, philosophical leadership literature. A 
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more comprehensive definition of valence would thus be that 
it is not defined purely by the leader's personality but by 
the quality of the influence (particularly in the affective 
domain) he has on the group members. 
The notion of power is important when leadership is 
considered both in terms of personal power (conveniently 
labelled 'qualities') and position power (formal status). 
Raven and French(1958) defined leadership in terms of 
differential powet relationships and postulated five types 
of power: 
referent power 
expert power 
reward power 
coercive power 
legitimate power 
A development of this model adds information and connection 
power and forms the basis of one of the exploratory 
exercises carried out as part of the study. 
Janda(1960) stated "leadership is a particular type of 
power relationship characterised by a group member's 
perception that another person has the right to prescribe 
behaviour patterns for the group". Smith(1943) equated 
leadership with the process of controlling social 
interaction while Bass(1960) defined leadership in terms of 
reinforcement: 
"When the goal of one member A is that of changing another 
B or when B's change in behaviour will reward or reinforce 
A's behaviour, A's effort to obtain the goal is 
leadership". 
It is worth noting at this stage that the exercise of 
formal power as an overt influence mechanism tends to be 
linked with authoritarian leadership. 
1.4 Types and Functions of Leadership 
We have seen in the previous section the attempts to 
classify leadership definitions into a typology. An 
obvious extension of this is to attempt to classify leaders 
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themselves into types. Plato in "The Republic" proposed 
three types of leader dependent on social role. These 
were; (1) the philosopher statesman who ruled the public 
with reason and justice; (2) the military commander who 
defended the state and enforced its will and (3) the 
businessman who "provided for citizens' material needs and 
satisfied their lower appetites". More recently Conway 
(1915), in looking for a more spontaneous approach to 
leadership, observed crowds and the types of leader which 
were present. His classification fell into three types; 
(1) the crowd compeller who inflamed the followers with his 
point of view; (2) the crowd exponent who sensed the 
crowd's desire and gave expression to it and (3) the crowd 
representative who merely voiced the already formed 
opinions of the people. Conway seems to have been 
influenced by Le Bon(1897) who described the crowd leader 
as a "persuasive man of action whose intense faith and 
earnestness resists all reasoning and impels the mob to 
follow him". There is undoubtedly a high affective aspect 
to this line of thinking. 
Four types of leaders were suggested by Bogardus (1913) 
namely: (1) the autocratic who rises to office in a 
powerful organisation; (2) the democratic type who 
represents the interest of the group; (3) the executive 
type who represents the interest of the group; (4) the 
reflective type who may find it difficult to attract a 
large following. Spaulding (1934) classified elected 
student leaders into (1) the social climber (2) the 
intellectual success (3) the 'good fellow' (4) the big 
athelete and (5) the leader in student activities whilst in 
a more general environment Burns (1934) proposed the 
following types: the intellectual, the business type, the 
adroit diplomat, the leader of small groups, the mass 
leader and the administrator. The difference between 
leadership and headship involving an emotional distinction 
was commented. upon by Cowley(1931) and this was developed 
by Redl(1942) who suggested that instinctual and emotional 
group processes take place around a person whose role may 
Pace 18 
be that of leader, organiser, hero, and good or 
bad example. 
Four types of leader were suggested by Levene(1949); (1) 
the charismatic who tends to become dogmatically rigid 
although he is often very successful in directing his group 
towards a common aim; (2) the organisational who emphasises 
effective action and is prone to drivership; (3) the 
intellectual leader who tends to lack 'personal magnetism' 
and/or human relations skills and (4) the informal leader 
who tends to adapt his style of performance to group needs. 
Some recent thinking in the United States of America seems 
to reflect Weber's work (1947), first published in Germany 
in 1922. Weber proposed three types of leader based on 
types of legitimate authority: (1) the bureaucratic leader 
who operates with a structured hierarchy of subordinates 
and is supported by legal authority; (2) the patrimonial 
leader who tends to operate with relatives rather than 
appointed officials( this leader tends to be supported by 
tradition); (3) the charismatic leader who operates by 
means of disciples, enthusiasts and even bodyguards. (This 
last type. of leader tends to sponsor causes and 
revolutions. ) 
Attention then seems to have shifted from the leader to the 
followers forming the group of subordinates. Getzels and 
Guba(1957) proposed three types of leadership; nomothetic 
concerned with the general behavioural norms of the group; 
idiographic concerned with the needs of the individuals 
within the group and synthetic leadership which comes into 
play as a synergistic process resulting from interplay of 
the nomothetic and idiographic needs. In the mid 1960's 
Adair repeated the importance of group and individual needs 
as part of his three circle model. 
Cattell(1954) studied a number of experimental groups and 
identified four types of leaders; (1) persistent momentary 
problem solvers, high in interaction with subordinates 
(2) salient leaders picked by observers as exerting the 
most powerful influence on the group; (3) sociometric 
leaders nominated by their peers and (4) elected leaders 
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attaining office by election. Stogdill(1974) in reviewing 
some sixteen authors whose publications span the years 1915 
to 1951 produced a distribution of leader types identified 
as follows: 
LEADER TYPE NO OF AUTHORS 
Authoritative(dominator) 7 
Persuasive(crowd arouser) 8 
Democratic(group developer) 7 
Intellectual(the eminent man) 6 
Executive(administrator) 6 
Representative(spokesman) 4 
Most recent research seems to focus on the idea of 
authoritative style versus democratic style, placing little 
emphasis on the persuasive, intellectual and representative 
types. 
In many respects the'types of leader approach is inherently 
descriptive in nature with subjective perceptions playing a 
large part in the literature. The extension of trying to 
identify leadership types is to consider the various social 
roles in which leaders operate and this in itself leads us 
into considering the functions of individuals in such 
roles. 
Several authors have attempted to classify leaders 
according to the functions they perform. Bowers and 
Seashore(1967) identified four primary functions, namely 
support of followers, interaction facilitation, goal 
emphasis and work facilitation. Cattell, however, had some 
ten years earlier observed that the leader performs a 
somewhat more comprehensive function. Firstly there is the 
function of maintaining the group by upholding role and 
status satisfactions. Secondly task needs had to be 
satisfied and this process included selecting and 
clarifying goals and subsequently finding and clarifying 
means of attaining these goals. These processes had to be 
performed while keeping ethical norms satisfied. Another 
attempt to clarify the functions of a leader is that by 
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Schutz(1961) whose list included (1) establishing and 
recognising a hierarchy of group goals and values, (2) 
recognising and integrating the various cognitive styles 
existing within the group, (3) maximising the utilisation 
of group members' abilities and helping members resolve 
problems involved in adapting to external realities as well 
as those involving interpersonal needs. 
Factorial studies of leader performance in groups and 
organizations seem to have been relatively unproductive in 
providing functional leadership data. A large number of 
variables are normally chosen, the scores of which are 
intercorrelated and analysed to produce clusters of 
variables. This technique of data collection is useful in 
situations where a measuring framework is superimposed over 
a real-life situation but to date has suffered from the 
limitations of the statistical techniques used to analyse 
the data rather than the method of data collection itself. 
The early attempts at factor analysis are of interest, 
however and in particular the work by Berkowitz(1953) is of 
note. Some thirteen variables were used to describe an 
aircrew's perception of their commander's behaviour and the 
factors appeared to cluster together to suggest the 
following underlying dimensions: 
maintaining standards of performance 
behaviour in a nurturant manner 
acting upon an awareness of situational needs 
maintaining crew coordination and teamwork 
This is an interesting study in that it uses a methodology 
which is superimposed on a real situation rather than a 
contrived laboratory setting. However the set of thirteen 
variables is a limited one and the problem of ambiguous 
solutions has already been mentioned. 
However Berkowitz did focus attention on specific functions 
of the leadership role and it was Adair(1968) who proposed 
a general functional model which is still the basis for 
much leadership selection and training. The functional 
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list is aimed at satisfying task, group and individual 
needs in a leadership situation and consists of the 
functions of planning, initiating (including briefing), 
controlling, supporting, informing, and evaluating. This 
model will be considered in more depth at a later stage. 
We can see at this stage that leadership is a most complex 
human process about which much has been written and about 
which there are many opinions. Much of the work is 
subjective and descriptive in nature and relatively little 
objective, scientific research has been carried out into 
actual influence mechanisms. In many cases the research 
seeks to find evidence to support a limited model whereas 
in reality the processes involved in influencing followers 
are very complex. 
It is important, however to consider the conceptualization 
that has accompanied the development of leadership theory 
from a historical perspective. Ultimately the aim of this 
study is to produce an integrated, composite view of the 
influence processes involved in leadership (episodic in 
particular) and to achieve this it is now necessary to 
consider both historical and contemporary approaches to 
leadership theory. 
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CHAPTER TWO 
Historical Perspective 
2.1 The Qualities approach 
Many commentators have pointed out that a traditional 
attitude is that true leaders are born and not made 
(Adair 1968). On an intuitive level it seems plausible to 
suggest that some people possess genetically based 'traits' 
such as initiative, courage, humour, 'strength of 
character' and so forth in greater degrees than others and 
that little can be done to turn non-leaders into leaders. 
It has been suggested by these commentators that although 
will-power and experience may develop these qualities to a 
certain extent, the essential 'pattern' is given at birth. 
The main criticism of this approach is that there is little 
agreement on which qualities constitute the overall 
'quality of leadership'. In order to develop the 
conceptual framework which is the basis of the empirical 
studies discussed later in this dissertation it is now 
necessary to outline the general development of leadership 
theory as it relates to the military situation. 
It was Carlyle(1910) who postulated the 'great man theory' 
of leadership. His basic thesis was that the progress the 
world has experienced is a product of the individual 
achievements of 'great men' who lived during the periods 
when the advances occured. This idea is of course aimed at 
strategic leadership and inherently proposes what has 
become know as the 'qualities approach' to leadership, 
transferable to both ambient and episodic leadership 
situations. It is interesting to contrast Carlyle's 
approach with that of the sociologists who tend to suggest 
that the 'great men' are not so much unique individuals but 
products of societal forces at play in the period in which 
they lived. Leaders, certainly at the strategic level, are 
simply agents who can verbalise the required social changes 
and mobilise support for their implementation. We can 
extend this idea to the ambient and episodic situation to a 
certain extent but it becomes clear that not only 
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verbalisation is involved. Effective leaders in these last 
two situations are concerned with specific goal setting and 
task achievement and the time scale is much more compressed 
than is inherent in the sociological model. 
As has already been stated, one of the main criticisms of 
the qualities approach is the lack of consensus on the 
definitive list of 'leadership qualities'. Adair(1968) 
cites a study carried out in 1940 by Bird which revealed 
that only 5 per cent of leadership qualities or traits were 
common to more than four out of twenty groups in an 
experimental setting. It seems that every organization has 
its own ranked list of the qualities it feels are the most 
important. If we consider what the qualities approach 
means in practice then we are forced to consider leadership 
as a process best approached from the viewpoint of 
selection. However it is at this stage that considerable 
difficulties arise. A selection process implies a process 
of matching candidates to some model and we have already 
indicated the problems of defining this model in terms of a 
set of 'qualities'. Even if a set of 'qualities' could be 
determined then there would be severe difficulties in 
measurement of the defined qualities. At present this 
process is in fact part of the British Army Officers 
Regular Commission Board(RCB) selection system and the 
process is simply subjective on the part of the selectors. 
Whilst it is acknowledged that the selectors are themselves 
experienced military personnel, there is no doubt that the 
selection system is open to faking socially desirable 
performances, masking and the dangers of selection to a 
stereotype. However it is interesting to note that despite 
some obvious criticism, a recent validity study carried out 
in the naval sphere showed that there was significant 
reliability in inter-rating scores for candidates using the 
selection board technique. (Jones 1981). 
With regard to leadership ability, it seems reasonable to 
postulate a spectrum of ability ranging from the 'born 
leader' who will emerge at the top despite all odds to the 
absolute 'non-runner' who will never lead or produce 
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effective corporate action regardless of how much training 
he receives. In the middle there is a band of individuals 
whose ability to lead others may be improved by suitable 
training which can be given once we know more of the 
psychological influence processes involved in leadership. 
It is to this end that this study has been undertaken. 
Returning to the qualities approach, there appears to be 
little we can undertake in the way of empirical work if we 
think in terms of inherited traits. We need to identify 
what it is that successful leaders employ in the way of 
influence mechanisms that distinguishes them from 
unsuccessful leaders. 
There has been a substantial amount of research carried out 
which relates to the qualities approach. Cowley (1928) 
approached the problem by trying to identify the difference 
between those individuals working from a 'grand strategy' 
towards some objective and those 'headmen' who were simply 
administrating while holding office. Smith and 
Kruger(1933) also studied leadership from the qualities 
approach and produced a three part list of traits focusing 
on personality traits, social traits and physical 
characteristics. The qualities approach, if valid, would 
suggest that people are either born leaders or that they 
acquire 'leadership qualities' as a result of environmental 
influences. Furthermore it would suggest that leadership 
is transferable and independent of the situation. 
One of the main criticisms of the qualities approach is the 
lack of consensus of a standard list of qualities (Adair 
1968). As far back as 1947, Jenkins tried to identify 
leadership traits using the following approaches: 
(1) Observation in group situations. 
(2) Choice of associates (leader voting). 
(3) Nomination by a qualified observer 
(4) Study of people occupying positions 
of leadership. 
(5) Analysis of biographical data. 
In all the studies, the participants were asked to generate 
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an ordered list of leadership qualities. Little uniformity 
was found and considerable contradictory evidence was 
presented, particularly with regard to age. Pi-ors (1933) 
observed that leadership does not develop in children until 
about the age of three whilst gangs and more overt 
leadership tend to appear around the ages of nine and ten. 
The Pigors developmental model of leadership in the young 
individual cited four stages in the development of a 
leader: 
(1) Development of determination. 
and self control. 
(2) Grasp of abstraction and social ideals. 
(3) Awareness of personalities. 
(4) Sufficient memory to pursue remote 
goals rather than immediate objectives. 
Perhaps the most comprehensive work on the qualities 
approach was that undertaken by Stogdill(1974) in which he 
considers a large number of studies which have attempted to 
correlate leadership with a variety of "qualities 
variables". Whilst many of these variables are inherently 
very subjective in nature they are of interest in that 
they show just how wide ranging are the attempts to define 
leadership qualities. The variables ranged from 
chronological age and physical characteristics which were 
easily codified to such esoteric notions as insight, 
integrity and judgement. The studies concluded that the 
typical leader tends to exceed the average member of his 
group in on or more of the following respects: 
he tends to be more intelligent 
he tends to be more scholarly 
he tends to be dependable in exercising 
responsibility 
he tends to participate in social terms 
he tends to have an enhanced socio-economic status 
However what was much more sigificant was that the 
qualities and skills required by a leader depend on the 
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situation and in many cases a number of the traits 
correlated negatively with leadership performance. 
It seems that the possession of a combination of traits is 
not enough to create a leader, whether it be at the 
episodic, ambient or strategic levels. The pattern of 
personal characteristics must bear some relationship to the 
particular situation, particularly the needs of the 
followers within that situation. "Much of the leadership 
training carried out by the British Armed Forces still 
assumes that the qualities approach is valid. Certainly on 
an intuitive level, it seems we do respond to the person as 
well as his actions and it is suggested that this often 
subliminal perception of the leader's implied potential 
ability to cope with any situation is probably at the root 
of the 'born not made' theorists. It seems that there is a 
projective element at play in leadership situations and 
this is explored in the study. 
We can summarize the qualities approach by pointing out 
that although it is supported by the common feeling that 
leaders are born and not made and that leadership ability 
does seem to vary between individuals, there is no 
consensus on the list of qualities which constitute the 
'qualities of leadership'. Any such list, were it to 
finally emerge, would place an emphasis on selection rather 
than development and as such would not be of that much use 
in helping a given leader influence followers in a given 
situation. The difficulty of measurement and the 
subsequent development of qualities would be quite 
considerable. After all as many writers have commented - 
just how do you test integrity or sense of humour? Even if 
such qualities could be measured objectively, substantial 
difficulties would result in trying to design experiences 
to develop, for example, integrity. 
It was largely as a result of the difficulties encountered 
with the qualities approach that the researchers turned 
their attention to the situation in which the leader 
operated and we will now consider some aspects of 
situational leadership theory. 
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2.2 The Situational approach 
It was partly due to the inadequacies of the qualities 
approach that the reseachers shifted their attention to the 
situation in which the leadership function was to be 
performed. For example Stogdill(1948) surveyed 124 
studies with regard to personality traits and his scholarly 
'Handbook of Leadership' (1974) summarizes this work. In 
particular, he suggests that there appear to be five 
clusters or categories of personal factors associated with 
leadership: 
(a) Capacity 
(b) Achievement 
(c) Responsibility 
(d) Participation 
(e) Status 
Stogdill then commented on the importance of the situation 
and the extent to which the traits required of a leader 
differed between situations: 
if ..... the evidence suggests that leadership is a 
relationship that exists between persons in a social 
situation and that persons who are leaders in one situation 
may not necessarily be leaders in other situations........ " 
The qualities approach began to encounter problems with 
regard to the transferability of leadership between 
different types of situation. Carter and Nixon(1949) 
studied leaderless groups in a number of American schools. 
Three types of task (intellectual, mechanical and clerical) 
were chosen with the aim of seeing if the emergent leader 
in each case was the same individual. The results were 
suprising and may well have contributed to the military 
distrust of psychology in the leadership field! Leaders in 
the intellectual task also tended to be leaders in the 
clerical task. However the mechanical task invariably 
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produced a different emergent leader, indicating a 
difference in requirements for effective leadership in 
different situations. Up until this time, military 
thinking had been almost entirely 'qualities' oriented. 
If the goal facilitation approach to leadership is adopted 
then Carter and Nixons' observations are fairly 
predictable. They do not, however, mean that the qualities 
of a given leader are unimportant. Instead, the results 
point to the importance of relevant technical or task 
skills to a situation and that it is the relevant set of 
qualities, traits or attributes which needs attention. 
Perhaps the secret is that the designated leader in a given 
situation should emulate the behaviour and qualities of the 
emergent leader for that situation. Fiedler has considered 
the situation in terms of three sets of determinants; 
leader-member relations, task structure and position power 
while other researchers have paid more attention to the 
defined areas of leader, followers, task and organizational 
setting. Jenkins (1947) in reviewing some 74 case studies 
of military leadership wrote: 
"Leadership is specific to the particular situation under 
investigation. Who becomes the leader of a particular 
group engaging in a particular activity and what the 
leadership characteristics are in the given case are a 
function of the specific situation.... (there are) wide 
variations in the characteristics of individuals who become 
leaders in similar situations and even great divergence in 
leadership behaviour in different situations...... The only 
common factor appeared to he that leaders in a particular 
field need and tend to possess superior general or 
technical competence or knowledge in that area. General 
intelligence does not seem to be the answer..... " 
A number of difficulties result if the situational approach 
is taken too far as a model for explaining leadership in 
general terms. In favour of the approach is that it does 
seem that a given leader's performance depends on the 
situation and that different sets of skills are relevant 
for different situations. However the main objection is 
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that the approach would suggest that different individuals 
within an organization should change roles according to the 
situation and this would be untenable, certainly in the 
military world. Attempts, for example, in the American 
Army to classify the officer corps into technical, 
administrative and combat types have, according to many 
commentators, only succeeded in producing a divided officer corps 
where the approach has been tried. The situational 
approach to leadership does not in any way account for the 
general leadership competence which seems to prevail in 
some individuals. Whilst it seems in many cases that the 
emphasis that the situational approach places on technical 
knowledge is valid, the degree of definition required of 
situations makes the approach unproductive from the 
research viewpoint. Thus it was in the early 1960's 
interest shifted from what the leader was and the situation 
in which he operated to the specific set of behaviours used 
to influence the followers. 
2.3 The Behavioural and Functional approaches. 
The situational approach to explaining leadership processes 
thus proved less than completely satisfactory and so it was 
in the 1960's that attention shifted to what a given leader 
did in a given situation rather than the situation itself 
or the attributes of the leader. 
During the early 1960's, many researchers turned to the 
processes of group dynamics in an attempt to explain 
leadership and a number of laboratory investigations took 
place e. g. Cartwright and Zander(1960). In particular, the 
notion of expectation became significant and the process of 
obtaining information about the other members of the group 
so as to enable the individual to anticipate future events 
received much attention. The advantage of this group 
dynamics approach was that it focussed on the observation 
of behaviour rather than personality inventories which tend 
to produce socially desirable answers. 
The Ohio State University had already initiated a study of 
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Paradigm for the Study of leadership 
GROUP-CENTERED 
EVALUATION 
Goal achievement 
Group morale 
Group integration 
Group efficiency 
Group survival 
GROUP FACTORS 
Group history 
Group composition 
Group structure 
Group tasks and goals 
Group activities 
Response to environment 
Determiners Effects 
of of 
Concomitants 
of 
r \/ 
DEFINITIONS OF 
THE LEADER LEADER BEHAVIOR 
DEFINITIONS OF 
LEADER BEHAVIOR 
CONTENT DESCRIPTION 
Office holder Executive behavior 
Influencer What 
he does By whom described Influence acts 
Chosen person 
How he does it By what method Initiation of effects 
Concomitants 
of 
Determiners 
INDIVIDUAL-CENTERED 
EVALUATION 
Personal success 
Effects Votes for leader 
of Merit ratings 
Job satisfaction 
Lf Changes initiated 
INDIVIDUAL FACTORS 
Biographical data 
Personal characteristics 
Position in group 
Attitudes and values 
Identifications 
Responses to environment 
NOTE: From Stogdill and Coons (1957). 
fig. 5 A leadership paradigm 
Page 31 
supervisory leadership and their paradigm (Stogdill and 
Coons(1957)) is a useful skeleton from which to develop a 
behavioural overview (see figure 5, Jacobs(1970). 
From this model we can see our familiar ideas of leader, 
followers and their mutual perceptions of the influence 
patterns of the leader's operation. Three basic features 
emerge from this model: 
1. Leadership is, or can be, exerted by 
specific people holding certain positions. 
2. Leadership is an aspect of group organization. 
3. Leadership is concerned with 
attaining objectives. 
The idea of the accomplishment of goals and objectives by 
groups and their leaders suggests that each member will 
have beliefs or expectations about what each person should 
do in order to reach the given objective(s) and thus we 
focus on to the idea of role perception. 
If we consider the role functions then we can subdivide 
these into two main categories: 
l. Functions that vary with the man: 
Delegation practices 
Time spent on 'public relations' 
Evaluation 
Attending to communication inputs 
Considering technical aspects 
Time spent with individuals outside the group 
2. Functions that vary with the position: 
Level in organization 
Military rank 
Time spent in personal contacts 
Time spent with assistants 
Time spent with superiors 
Time spent in supervision and coordination 
Time spent in writing reports 
Requests for outside support 
(Jacobs 1970) 
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Whilst this list is not exhaustive, it is valuable in that 
it seems to focus on two aspects of leadership, that is the 
leader's projection of himself as a person and what he 
actually does in his leadership role. Although we can 
acknowledge the significance of personal characteristics, 
it is clear that task requirements are very important. The 
more clearcut are the functional requirements, the more 
obvious should be the individual role requirements within a 
given situation and the easier it should be to perform the 
leadership function. (Fiedler has touched on this aspect 
with his notion of Task Structure which will be considered 
in a subsequent section of this study. ) In particular, 
Jacobs(1970) found that role perception errors were 
associated with low levels of morale in military 
environments, his data being obtained with submarine crews. 
Stogdill listed nine factors which clustered as already 
mentioned into consideration, initiating structure, 
production emphasis and sensitivity. These can be further 
reduced to two dimensions- task and relationship 
behaviours. Halpin(1954) investigated the difference in 
leadership style sought by followers in real as opposed to 
training situations. In the training situations, more 
consideration and less initiating structure was preferred 
while in combat, task orientation in the form of initiating 
structure to minimize uncertainty seemed to be much more 
preferred by the followers. The overall point to be made 
here though is that group members are sensitive to 
situational demands and their expectations change as the 
situation changes. Thus leaders need flexibility and so it 
would seem that different mixes of the task/relationship 
control behaviours are required depending on the situation. 
It has already been identified that there was an apparent 
split in thought on leadership in the 1960's between the 
highly scientific, much researched task versus relationship 
forward control approach in the United States of America 
and the group needs approach of Adair in the United 
Kingdom. Both approaches do, however concentrate on what 
the leader does in terms of behaviour or functions and this 
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leads us naturally into considering those influence 
mechanisms which operate to influence follower behaviour. 
In particular, Jacobs(1970) outlined what he called the 
transactional approach to leadership by concentrating 
on follower response to leader action. In particular, the 
transactional or exchange approach to leadership involved 
the notion of a trading process of giving something and 
receiving something in return. Thus followers act out role 
requirements in exchange for money, needs satisfaction and 
so forth. This as an idea was not, of course, new. 
Historians had for many years been discriminating between 
'transactional' leaders who simply coerced followers to 
fulfil role requirements at the minimum level and 
'transformational' leaders who encouraged followers to grow 
in stature and achieve objectives that they would not have 
done had it not been for the leader's operation. 
In looking at the control mechanisms that operate between 
leader and followers, we find a multitude of models ranging 
from sets of ideal leader 'activities' as in Hill (1937) 
(see appendix A) to complex variables such as Stogdill's 
Characteristics which were subsequently reduced to the four 
factors already mentioned and then to task and relationship 
orientation as in figure 6 below. 
Initiation 
Membership 
Representation Consideration 
Integration Sensitivity Relationship 
Organisation Production Emphasis Task 
Domination Initiating Structure 
Communication 
Recognition 
Production 
fig. 6 Stogdill's Characteristics of Leadership 
Many people (Sandford 1950) consider that follower 
perception is the most fruitful area for research as it is 
the follower who ultimately accepts or rejects the leader's 
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attempts at influence. 
The Ohio studies had been primarily concerned with 
description of significant dimensions of leader roles. 
Also in the early 1960's, various researchers at the 
University of Michigan were using survey techniques to give 
extensive and thorough attention to the perceptions of 
individual followers as to the operation of their leader. 
In particular, motivation, attitudes, morale were studied 
together with specific measures of performance. Several 
types of leader functions were proposed including 
coordination, integration, supervision, planning and 
anticipation. Somewhat earlier, in 1951, Katz et al had used 
this type of technique to investigate the leadership 
parameters involved in the operation of 72 railway 
maintenance teams, 36 high productivity teams and 36 low 
productivity teams. The results as quoted in Jacobs (1970) 
were as follows: 
1. There was no meaningful difference between foremen of 
'high' and 'low' productivity groups as regards social 
background or age. 
2. No general difference in job satisfaction occurred 
except that 'high' producing groups tended to give more 
extreme ratings as regards job satisfaction. Also within 
the 'high' producing groups there tended to be more foremen 
who were enthusiastic and more who were constantly striving 
for better performance reflecting, perhaps, greater 
involvement in their role. 
3. The most striking difference between the groups was, 
however, the relationship between the foreman and his 
followers. 'High' productivity foremen seemed to spend 
more time in supervision and taking the 'heli-view' than in 
becoming intimately involved in the details of the task at 
hand. 
4. There seemed to be some 'climate' effect with high 
producers tending to feel more secure and satisfied with 
the amount of their authority. 
5. Little difference between 'high' and 'low' sections 
occurred regarding attitudes except for the somewhat 
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paradoxical result that the 'low' producers tended to 
express more intrinsic job satisfaction. This suprising 
result also occurred in another study (Katz and Kahn 
(1952)). Jacobs (1970 p39) suggests that perhaps 'high' 
producers tend to have high work aspiration levels and 
become thwarted in low skilled jobs. Alternatively, if one 
considers the various types of 'pay' that subordinates 
receive in group situations, then perhaps effective leaders 
have skills in providing 'pay' that satisfies other than 
financial needs. Thus we see an element of 
transformational leadership emerging from what is initially 
a transactional approach. 
The Michigan work pointed to the importance of perceiving 
production emphasis and consideration not as either/or but 
as apparent in varying degrees of both dimensions. 
Furthermore, a 'climate' effect occurred which seemed to 
cause 'high' productivity foremen to report that their own 
supervisors emphasised more than just productivity. 
The major findings of the work were related to four general 
factors relating to productivity: 
1. Differentiation of supervisory role 
- psychological distance 
2. Closeness of supervision 
- psychological pay, the more successful 
leaders giving the followers 
greater responsibility 
3. Employee orientation 
- psychological pay, the more effective 
leaders demonstrating interest in 
their employees 
4. Group relationships 
- cohesiveness. The more cohesive groups 
tend to be less amenable to 
leader direction. 
The work carried out by both the Ohio State University and 
the University of Michigan laid the ground work for much of 
the subsequent modelling of the leadership process. In 
particular the work of Bowers and Seashore, Fiedler, Hersey 
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and Blanchard has developed from much of this early 
thought. As the instrument developed in the later sections 
of this study incorporates these models it is now intended 
to outline their basic' principles. 
2.3.1 The Ohio State University Studies 
These were essentially descriptions of the significant 
dimensions of leader roles and formed the basis of much of 
Stogdill's work. The basic leadership characteristics 
proposed by Stogdill have already been outlined in section 
2.3 and these were reduced by factor analysis to two basic 
dimensions as indicated on page 34. These dimensions were 
consideration and initiating structure which were then 
translated into two dimensions of leader behaviour, 
relationship oriented and task oriented respectively. 
Subsequently the two dimensions were used as a basis for 
the leader behaviour description questionnaire on which 
much of the American research into military and commercial 
leadership has been based. The Ohio studies have been well 
documented and the interested reader is advised to consult 
Stogdill (1974) for an in depth account of this work. 
2.3.2 The University of Michigan Studies. 
These were concerned with using survey methodology to give 
extensive and thorough attention to the perceptions of 
individual followers to the operation of their leader. In 
particular, motivation, attitudes and morale were studied 
together with concrete measures of performance. Several 
types of leader functions were proposed including 
coordination, integration, supervision, planning and future 
demand anticipation. 
The work of Katz and also that of Katz and Kahn has already 
been mentioned in section 2.3. Both Jacobs (1970) and 
Stogdill (1974) give extensive references to the Michigan 
studies. Some of the more significant references are 
quoted in the bibliography at the end of this study. 
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One of the very interesting aspects of group activity 
highlighted by the study of the railroad workers (Katz et 
al., 1951) was related to the attractiveness of the group 
and its degree of cohesion as a source of motivation for 
productivity. 
Seashore (1954) had already found that productivity was not 
significantly related to group cohesion . His study 
suggested that the productivity of individuals within 
highly cohesive groups was simply more uniform than 
productivity in groups with low cohesion. Seashore 
maintained that groups with high cohesion had either high 
or low performance levels, depending on what the members as 
a whole viewed as reasonable. They were relatively less 
responsive than groups with low cohesion to pressures from 
their environment, including from their foremen. Groups 
with high resolution seemed to develop norms and supported 
each other to adhere to those norms. 
The four major findings of the Michigan research have 
already been quoted on page 36 - differentiation of 
supervisory role, closeness of supervision, employee 
orientation and group relationships. Jacobs (1970) 
maintains that many of these findings are similar to the 
findings from the Ohio State studies. He suggests that 
while initiating structure and consideration are not quite 
the same as production orientation and employee 
orientation, they are nonetheless similar. Both sets of 
studies seem to suggest that an effective leader needs to 
have an appropriate balance in his approach to his 
supervisory responsibilities and that he cannot be 
effective if he neglects either. 
Likert (1956,1961 and 1967) has given much thought to the 
problem of group cohesion. It seems that groups with lower 
cohesion are more amenable to influence by their leaders to 
produce at a higher rate. However, he suggests that there 
are higher 'costs' associated with this susceptibility to 
influence, perhaps including sickness, absence and high 
follower turnover. On the other hand, Likert suggests that 
a group with high cohesion may or may not be highly 
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productive, according to what internal productivity 
standards it develops. If a group develops low 
productivity standards, and is highly cohesive, individual 
group members will support each other in conforming to this 
standard, thereby increasing the ability of the group as a 
whole to resist leader pressures for greater effectiveness. 
It would seem, according to Jacobs, that a possible 
solution to this problem is for the leader to concentrate 
on affecting the internal standards of the group so that 
the group itself will either set high goals or regard them 
as reasonable. It is interesting that this idea has been 
rediscovered by Peters and Waterman (1982). These 
researchers have produced a set of characteristics which 
are said to identify the 'successful' organization and it 
is interesting to note that the 'value driven' aspect of a 
group, team or organization is a very significant factor. 
Perhaps the most interesting development of the Michigan 
work was by Bowers and Seashore (1966) and the subsequent 
attempts at evaluation by Taylor (1971) who used Smallest 
Space Analysis (SSA) to explore the differences between 
supervisory leadership and peer leadership. 
The Bowers-Seashore four factor model proposes four 
dimensions of leader operation: 
1. Support 
2. Goal emphasis 
3. Interaction facilitation 
4. Work facilitation 
It was Taylor's attempts to use multidimensional scaling in 
his study which influenced the present author quite 
considerably in the approach to the role perception 
" 
methodology which is the subject of the present study. In 
essence, evidence was found to support the above four 
dimensions although some differences were found between the 
samples taken from an insurance company, a petroleum 
refinery and a plastics producer. 
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2.3.3 The work of Fiedler. 
Fiedler's work in*leadership is almost unique in respect of 
the amount of validation and evaluation effort to which it 
has been subjected. His basic thesis seems to be that 
individuals may be categorised according to whether they 
are intrinsically motivated by goal achievement or 
relationship maintenance. 
He suggests that this orientation may be determined using 
an instrument entitled the 'least preferred coworker' (LPC) 
scale which requires subjects to rate the person with whom 
they would least like to undertake a task. Eighteen 
dimensions are involved and a sample of the instrument is 
included as Appendix B. 
Fiedler's basic thesis is that subjects who produce low LPC 
scores are goal or task oriented, that is they rate their 
least preferred coworker very low on the instrument 
dimensions. In doing so, they are displaying their 
resentment that the successful completion of the task may 
be jeopardized by the coworker. Hence according to 
Fiedler, the low LPC subject values goal or task 
achievement more highly than relationships. High LPC 
scorers are the opposite, that is they seem to be saying 
"despite the likelihood of you endangering the completion 
of the task, I quite like youl" 
Having produced an instrument to identify leader type, 
Fiedler carried out studies to look at the operation of 
both types of leader in situations of varying control, that 
control being defined by three situational determinants: 
Leader-member relations 
Task structure 
Position power 
High LPC scorers are likely to be more effective leaders in 
situations of medium control and poor leaders in situations 
of high and low control. Low LPC scorers tend to do poorly 
in situations of medium control but well in situations of 
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high and low control. Thus, Fiedler maintains, an 
important part of leader operation is to adjust the 
situation to match the leader's optimal control level 
(according to his LPC score) and this is achieved by 
varying the situational determinants above. 
An excellent evaluation of Fiedler's work has been made by 
Hosking in Stephenson (1981). Hosking summarizes Fiedler's 
Contingency Theory by describing it as "pioneering and 
ambitious". Indeed it has formed the basis for much of the 
leadership theory taught at the United States Military 
Academy at Westpoint (See Downes 1981). For the purposes 
of the present study, the contribution made by Fiedler's 
work is the proposition that the leader exerts influence 
using the three mechanisms of leader-member relations, task 
structure and position power. 
2.3.4 The Mouton-Blake Leadership Grid 
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fig. 7 The Mouton Blake grid 
One of the prime criticisms that may be levelled at 
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Fiedler's Model is that it tends to suggest that a given 
leader is either task oriented or relationship oriented 
when, certainly on an intuitive level, most leaders appear 
to operate with varying degrees of both orientations in 
different situations. The Mouton Blake Grid, for example, 
suggests five possible styles of leader behaviour ranging 
from little displayed orientation in either dimension (1.1 
impoverished leadership) to a high degree of orientation in 
both dimensions (9.9 team leadership). Fig. 7 shows the 
basic grid adapted to the military situation. 
2.3.5 The Hersey and Blanchard Life Cycle Theory. 
Life Cycle Theory of Group Maturity 
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fig. 8 The Hersey Blanchard Life Cycle model 
Hersey and Blanchard have approached the problem of 
leadership style by proposing that there is an appropriate 
mix of the two dimensions of task and relationship oriented 
behaviour which is defined by the level of group maturity 
which, in turn, is governed by the degree of common 
experience and skill level of the team. In essence, Hersey 
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MATURITY OF FOLLOWERS 
and Blanchard suggest that a leader needs to be highly task 
oriented with an 'immmature' group, increasing the 
relationship and subsequently decreasing the task direction 
as the group develops its operation, that is 'matures'. If 
performance starts to deteriorate, then the appropriate mix 
of the respective quadrant should be used dependent on the 
level of maturity at the time the problem started. For 
example, if a highly skilled group were functioning very 
efficiently as a team, the model suggests a 'hands-off' 
leadership style of low task and low relationship 
orientation. If the group's performance were then to 
deteriorate, the Hersey-Blanchard model would suggest a 
progression of leadership style, firstly increasing the 
relationship orientation, then the task orientation in 
addition, finally reducing the relationship orientation in 
the worst case. In effect, an 'improving group' should be 
matched by an anticlockwise progression on the plot of 
fig. 8 while a 'deteriorating group' should be matched by a 
clockwise change of leader style. 
The aspects of leader efficiency and flexibility are both 
addressed by this model and Potter (1981) gives an example 
of the basic Life Cycle Game which has been modified by the 
present author to suit male and female military officers, 
civilian police officers and civilian management staff. 
It is important to realise that the Hersey-Blanchard model 
is concerned with HOW a leader operates rather than what 
the leader IS as in the qualities approach or what he DOES 
as in the majority of behavioural approaches. No 
indication of a specific set of leader actions or 
behaviours is indicated. This is in contrast with the 
Adair Functional Model which outlines specific areas of 
leader operation and is described in the following section. 
2.3.6 The Adair Functional Model. 
In parallel with the often highly scientific approach to 
leadership developed in the United States of America, Adair 
(1960 onwards) produced a clearly stated model of 
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leadership which suggested group control should be based 
not on a one way flow of behavioural output from the leader 
but took as a prerequisite the needs of the situation 
divided into three basic domains: 
TASK 
NEEDS 
TEAM INDIVIDUAL 
MAINTENANCE NEEDS 
fig. 9 The Adair trefoil model 
As a result of this tripartite set of needs, the leader 
then constructs in effect a role concept of what he 
perceives to be necessary action to satisfy the needs of 
the task, the team and the individual. He does so, in 
Adair's terms, by carrying out the FUNCTIONS of a leader: 
Planning 
Initiating 
Controlling 
Supporting 
Informing 
Evaluating 
These terms are sometimes labelled slightly differently in 
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different versions of Adair's work but the same basic 
concept prevails, namely that the leader satisfies the 
basic needs of the situation in three domains by carrying 
out the above, or a similar, set of behavioural functions. 
This is undoubtedly a powerful modelling approach in that 
it suggests an operational framework which articulates what 
a leader may DO in a particular situation. Thus it lends 
itself to training in terms of skill level and performance 
assessment. The problem is, however, that the Adair 
approach leaves out an extremely important part of any 
leadership situation, that is the projection of the 
particular leader with the resultant transformational 
effect, both in individual terms and synergistic terms as 
regards team building. Thus as with other leadership 
models, Adair's Functional Approach seems to address just 
part of the influence process, albeit that it is perhaps 
the most easily applied of the so called leadership 
theories. 
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CHAPTER THREE 
The conceptual framework 
3.1 Introduction 
We are primarily concerned in this study with developing a 
methodology which will enable a number of questions 
relating to small group leadership situations to be 
investigated and answered. In particular, we will be 
considering differences in perception of leader behaviour 
which occur between leaders and followers together with 
differences in leader role and behaviour perception which 
occur in different types of situation. A further area of 
interest is how these perceptions change with the passage 
of time. 
In order to attempt to answer these questions, it is felt 
necessary to draw together the threads of the various 
historical approaches to leadership behaviour and to 
produce a conceptual framework to introduce the proposed 
methodology which is then applied to some specific 
episodes. 
3.2 The Approach 
We have identified the temporal framework of episodic, 
ambient and strategic operation which may be applied to the 
leadership function. Quite clearly, practical leadership 
selection and training systems operate primarily as 
episodic leadership situations and so it is natural that if 
we are to investigate the nature of influence mechanisms, 
it is the social episode which provides us with the most 
useful start point. Forgas(1979) has pointed out that it 
is convenient to approach the study of social episodes from 
one of two directions. We can either look at a global 
approach considering the social episode in relation to 
other episodes and the environment (the ecological or 
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perceptual approach) or on the basis of actions within the 
episode (the structural sequencing or roles-rules 
approach). This seems to reflect once again the 
dichotomous holistic versus mechanistic approach already 
referred to and it seems logical to use an eclectic 
approach to try to optimize the investigation. The basis 
of our analysis is role perception (which includes both 
holistic and mechanistic aspects) on the part of the leader 
and the followers. We are thus achieving this dual 
approach. If we consider the Forgas model and develop each 
of his ideas, methodologies emerge which range from highly 
subjective interpretations of behaviour very much dependent 
on individual cognitions through to objective but very 
limited measurement of highly specific behaviours. Both 
ends of this spectrum of measurement technique are open to 
subjects giving socially desirable responses particularly 
in the military environment and so in choosing a 
methodology to investigate influence mechanisms in the 
social episode it is important to aim for accuracy and 
objectivity with minimal measurement effect. 
In developing a theoretical basis it is important to keep 
in mind the translation of this basis into a workable 
measurement system. We can see quite clearly from the 
comparative studies of the various leadership models 
discussed earlier that many of the models have common 
constructs (although different labels) but that each of the 
models has its inadequacies and limitations. The aim of 
developing a theoretical basis for the study of episodic 
leadership is to develop initially a conceptual framework 
which will draw the models together and point the way 
towards a measurement methodology. 
It has to be emphasized at this stage that the aim of 
developing the conceptual framework is to identify 
underlying areas of commonality in a number of established 
leadership models rather than to attempt to assess the 
viability of any one particular leadership model or theory. 
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A much discussed theme in contemporary psychology is that 
behaviour is governed by the interaction of the person and 
the situation. References to this are widespread and range 
from the more philosophical commentators such as 
Harre(1976) to Cooper(1983) and many others. A recent 
extension of this approach has been the stress research 
based on the concept of person envirnment interaction which 
has received attention by some military psychologists 
including Payne(1979). The flow of research thinking in 
leadership psychology reflects this idea of the person 
'times' the situation quite clearly. As we have discussed 
earlier, research intially focussed on the qualities of the 
person (P) then on the situation (S) splitting in the 
1960's into the behavioural approach followed by the 
contingency approach in the USA (P X S) and the functional 
approach of required behaviour being dictated by (S) in the 
UK. The functional approach has tended to be accompanied 
by the qualities approach with regard to selection and the 
development of qualities in military circles and so could 
be said to be a (P X S) approach. 
3.3 The proposed framework 
If we develop the idea of behaviour being governed by the 
interaction of the person and the environment, this leads 
us conveniently into the proposition of a linear control 
systems model to act as a skeleton for our conceptual 
framework for considering episodic leadership situations. 
A simplified approach to episodic leadership would suggest 
that a leader is primarily concerned with structuring an 
added value system in which situation A (task presented) is 
converted into situation B (task completed) by means of 
behavioural activity on the part of the followers and 
himself. This has a dual in the basic linear control 
system where a command is converted into action such as in 
a gunnery system or a vehicle system. 
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f(? ) 
SITUATION A SITUATION B 
Task presented to Task completed 
leader and group 
fig. 10 The transfer function 
The crucial point is to investigate the transfer function 
which converts A into B and this can be conveniently 
expanded to form a linear cascade. 
SITUATION LEADER FOLLOWERS 
1 
TASK SITUATION B 
A(S1) PL PF B(S2) 
fig. 11 Linear cascade 
This immediately provides a useful framework which pulls 
together a number of approaches to general leadership 
theory. If we take the (P X S) approach then quite clearly 
S2 = f[S1 X PL X 
ýPF] 
The qualities or 'great man' approach would ignore both the 
followers and the task elements of the model but would 
focus on P1, thus suggesting that : 
S2 = f[PL] with T, 
ý PF=O 
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Fiedler with his contingency 'Leader Match Concept' would 
be considering a mapping of: 
Si. -----ý S2 
based on the manipulation of his situational determinants 
of Leader-Member Relations, Task Structure and Position 
Power in descending of influence while the purely 
behavioural researchers such as Stogdill would be 
considering the pathways of behavioural acts which are 
performed by PF to shape the behaviour of <, PF. We can 
contrast this quite effectively with the Adair model which 
would focus not simply on the behavioural output of the 
leader but on the requirements of the 'follower box' and 
the 'task box', the follower box being divided into 
individual and collective needs. Thus while much of the 
American approach of Stogdill, Hersey and Blanchard and so 
forth could be represented as forward pathways, Adair's 
model proposes that the required output is defined by the 
follower and task aspects of the situation, and we can 
compare the two models as in figure 12. 
Whilst both of these approaches involve a consideration of 
leader behaviour, the Adair model provides domains of 
leader operation with specific situational needs while the 
American approach tends to ignore defined requirements of 
the group and task, concentrating on analysis of of leader 
output in terms of task or relationship oriented behaviour. 
An added point of interest with regard to both the Adair 
and the American behavioural approaches is that although 
they are primarily episodic in nature, they are frequently 
transferred to both ambient and strategic leadership 
situations. 
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1. 
_Task> 
PL Behavioural output 
J Relationship. -) 
Task needs 
Task 
Team -> Functional outputs 
Individual-) 
Team needs 
Individual needs 
fig. 12 Leader outputs 
This three part model of leadership is, however, over 
simplistic. It is quite reasonable to represent a simple 
mechanical system with such a model but to gain greater 
insight into human influence mechanisms it is necessary to 
work towards a multi-variate approach to allow increased 
flexibility as additional approaches to leadership are 
considered. 
Control systems theory applied to mechanical systems is in 
itself limited to relatively simple systems with minimal 
non-linearity. Even small amounts of, for example, 
hysterisis or backlash will render useless much of the 
effort to explain and predict the operation of the system 
with a purely linear approach. Even the work of Popov and 
Pontryagin on non-linear systems is ultimately limited with 
a maximum number of variables that can be considered. With 
a process as complex as leadership and influence in human 
systems we need to be able to consider systems with many 
variables - 44 in the case of the present study - and so it 
is important to realise that the attempts made here at 
linear modelling form more of a conceptual framework than a 
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totally descriptive model. 
A traditional approach to the episodic leadership process 
would tend to focus on the measurement of the characteristics 
of PL and PF using personality measures and then analysing 
the task requirements. This however would tend to limit the 
methodology to simple ranking or analysis of variance which 
although useful in some respects would not be likely to tease 
out the underlying influence mechanisms from the data. Many 
commentators including Harre(1983) and Forgas(1979) have 
criticised the tendency of contemporary experimental 
psychology to focus on sophisticated statistical analysis of 
mechanistic data while in reality true insight may be better 
achieved looking for underlying patterns in the data. This 
view is reinforced by Shye(1978) and the theme is encountered 
in Guttman's work on multidimensional scaling. Steiger and 
Schoneman(1978) in Shye(1978) have pointed out a classic 
pitfall which can occur in being over reliant on a 
statistical technique in their work on factor indeterminancy. 
A methodology may produce elegant statistics which are in 
themselves ambiguous and open to a variety of 
interpretations. The problem with much of the analysis of 
leadership is that the initial models are themselves very 
limited and only reflect a small part of the processes 
operating in a given situation. Taylor(1971) for example 
produced an elegant SSA on leader behaviour based on the 
Bowers and Seashore model discussed earlier. Whilst 
interesting as an application of the MDS technique the 
underlying model tested was very limited. It seems much more 
acceptable to try to tease out some underlying pattern on the 
principle of signal extraction rather than simply test a 
predetermined limited model. Another example of the sort of 
limitation that can occur is the Facet analysis work carried 
out by Shapira(1979) on the evaluation of a military unit's 
leadership by its soldiers. Although three useful areas of 
operation were postulated, and shown to be represented 
in the data, the analysis resulted in little insight being 
gained on the actual leadership process. Once having 
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postulated a framework, the data simply is compared to what 
that framework would suggest. In the present study, the 
aim is not to be limited in this way. By developing a 
theoretical basis which incorporates a composite approach 
to leadership theory and then investigating a set of 
episodes with a sufficiently large set of variables the aim 
is to employ the signal extraction technique to try to 
identify how the variables relate to each other and how the 
leader and the followers perceive the variables. This is a 
technique much used in engineering systems to investigate 
for example the source of vibration at a specific frequency 
by extracting the particular frequency from a wide 
spectrum. 
The next stage in the theoretical development is to 
consider how the leader, follower and task boxes interelate 
and it is convenient to codify domains of these 
interactions into four categories: initial conditions, 
system command input, forward flow paths and system 
feedbacks. Leadership as a basic construct inherently 
causes attention to focus on the leader and so these four 
areas of interaction can be conveniently related to the 
role of the leader in the specific episode. Thus we arrive 
at the following stimuli pattern with regard to the 
leader's role: 
Initial conditions 
Task input LEADER forward flow path of 
leader influence 
System feedback 
fig. 13 Inputs to leader 
We can see quite clearly from this model that the leader 
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acts as a 'stimulus processor' accepting inputs, perceiving 
meaning in these inputs and structuring his response which 
manifests itself in the form of leader influence mechanisms. 
The important aspect of this model is that it highlights 
that the leader perceives a role which he decides to enact 
based on the three input domains. How he perceives this 
role will undoubtedly be affected by the conventional 
'qualities' he possesses together with past experience. In 
structuring this role, he in effect generates 'command 
signals' which then influence follower behaviour. It is 
important at this stage to realise that we have now entered 
an area which while appearing highly mechanistic does have 
the potential to be holistic. By focusing on the processing 
of stimuli and the structuring of a role we are working 
towards a dramaturgical approach such as that considered by 
Goffman(1959). The notion of a leader influencing followers 
with a performance is widespread in the leadership 
literature. Opinion on the merit of 'acting for effect' 
ranges however from enthusiasm to derision. This is 
interesting because although it is now acknowledged that 
'leadership style' exists it appears that there is a 
considerable difference between natural style and 
orchestrated contrived style. What is clear from field 
observations is that the style of a performance can and does 
influence follower performance. Thus the notion of a leader 
role perception with the accompanying dramaturgical 
performance is appealing in that it is more flexible than 
the purely 'qualities' based approach. In fact, a widely 
employed leadership concept is that of dramaturgical style 
based on the degree of directiveness (or 'grip' to use the 
military slang! ) , the Tannenbaum Schmidt scale and the 
Hersey Blanchard matrix being two examples. 
We have thus now focused on the idea of a leader operating a 
consequence of a perceived role based on the three domains 
of input and these inputs when processed result in leader 
operation and influence directed towards the followers to 
accomplish the task. Initial conditions are inherently 
highly situational and for example in a military 
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situation would involve quite complex aspects such as 
previous episodes, leader self concept, and the leader's 
concept of his followers both individually and as a team. 
As the initial conditions are so highly situational we will 
return to these when looking at our specific episodes. The 
task input is the second domain of influence on the leader 
and it seems that task perception is a very important part 
of role structuring. Streufert, Streufert and 
Castore(1968) carried out an interesting study to match 
Stogdill's leadership characteristics to " complexity of 
conceptual structure regarding the task. Essentially they 
proposed two types of leader based on whether the task was 
perceived as simple with relatively few solutions or 
complex with many solutions. The simple-complex 
codification was based on an interview technique and a 
rating scale was used to identify leadership 
characteristics. It was found that complex leaders tended 
to obtain high scores on 'tolerating ambiguity', 
'pursuasiveness', and 'group representation' while simple 
leaders tended to obtain high scores on 'production 
emphasis' in particular. Thus from this study it appears 
that leaders all tend to exhibit some common 
characteristics but that they do differ in their role 
perception based on complexity of cognitive style. Once 
again we find in this case that not only are we attempting 
to fit data to a limited, preconceived model but that the 
classification of leaders into simple and complex was a 
very subjective process and that an artificial laboratory 
setting was used rather than a real life situation. 
The third domain of 'leader input' is the system feedback 
function which can be divided into two primary paths and 
one secondary route. The primary feedbacks include that 
from the task output to the leader and that from follower 
performance while the secondary path includes feedback from 
the task output to the followers (which would influence 
morale state). These three domains of input could 
therefore be said to interact with the characteristics of 
the leader to produce a perception of the role he is 
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required to perform which would then result in action. 
Thus we arrive at a notion not of a leader as such but a 
role perception produced by the interaction of three 
clusters of environmental press domains with the individual 
leader. It is important to restate that we are concerned 
with episodic leadership by an appointed leader. Having 
structured his role, the leader produces his output to 
influence the followers. Most traditional leadership 
models focus on this interaction and as we have seen, 
descriptions of the transfer process range from leader 
operating characteristics (Stogdill 1974) of over 10 
variables to simple two-part approaches such as 
relationship versus task behaviour. It is worth noting at 
this stage that Stogdill did at a later time using factor 
analysis reduce his list of 10 variable to two clusters - 
consideration and initiating structure - which to all 
intents and purposes are virtually identical to 
relationship and task orientation. The empirical 
investigation that follows concentrates on identifying the 
grouping of variables as they are perceived by both leader 
and followers in a variety of situations. We are 
attempting to combine basic psychological constructs with 
those of control theory and leadership philosophy. 
We can thus arrive at the conceptual framework of fig. 14. 
This shows the expanded version of the linear cascade 
together with the leader inputs of task, initial conditions 
and feedback. It is clear that the followers are also 
subject to inputs: the leader's attempts at influence, 
initial conditions and feedback. The latter two areas of 
input are highly situational and so to develop the 
empirical study it was decided to concentrate on the 
influence mechanisms which result from the leader's role 
perception. 
Fig. 14 is largely self explanatory and based on the earlier 
conceptual framework of Potter(1981) which is shown and 
described in Appendix D. 
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3.4 The Composite approach 
We are now in a position to propose a composite approach to 
leadership which draws together much of previous thought 
and this approach is shown in fig. 15 In essence, this 
composite approach seeks to draw out the salient points in 
leadership study to date and acknowledge that true 
knowledge will only be gained by taking into account 
experience, introspection and observation as well as 
theoretical study and empirical research. Hence the 
quotation by Einstein at the start of the preamble! 
Introspection tends to be unfashionable in the more 
scientific areas of psychological research. However, it is 
contended that there is a place for the approach 
particularly where subjects as esoteric and complex as 
leadership are concerned. During the course of this study, 
the present author found himself the leader of a 600 strong 
organization of small investors who had been victims of a 
major international fraud. Whilst much of the detail of 
this particular episode is outside the scope of the present 
study, the present author found that his thoughts on 
leadership developed considerably as a result of the 
experience. In particular, the episode highlighted the 
transformational aspect of the process in getting the 
followers to carry out behaviour as a result of being part 
of a group, behaviour which would not have taken place 
without leadership operation by the present author. A 
coincidence which arose during this episode was that some 
40 of the followers were part of the isolated Shetland 
community on which much of Goffman's dramaturgical approach 
to presentation of self was based. 
Introspection and personal experience thus pointed to the 
transformational nature of leadership, the process of 
transforming people as in fig-15 
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The Composite Approach 
Qualities Approach 
Situational Approach 
Behavioural 
Approach 
I 
Functional 
Approach 
I 
Contingency Functional plus 
Approach Qualities Approach 
Experience Composite Approach Research Introspection Observation 
Transforming people 
fig. 15, Development of Leadership study 
(The Composite Approach) 
Page 59 
LEGEND FOR CHAPTER THREE. 
Page 48 P represents 'qualities', 'attributes' or traits. 
of an individual. 
Page 48 S represents the situation under consideration. 
Page 49 FL represents the 'P' aspect of the leader. 
Page 49 PF represents the 'P' aspect of a follower. 
Page 49 PF represents the ' P' aspect of a group. 
Page 49 T represents a subset of the situation 
i. e. the task. 
Page 49 f( ) represents a mapping or transfer 
function from one situation to another. 
Page 52 MDS is multidimensional scaling, a multivariate 
statistical technique. 
Page 52 SSA is Smallest Space Analysis-which is an MDS 
technique enabling relationships between 
variables to be determined in 
multivariate situations. 
Page 57 A FL is feedback of follower performance 
to leader. 
Page 57 L1 TL is feedback of task progress 
to leader. 
Page 57 ATF is feedback of task progress 
to followers. 
Page 57 n is number of followers. 
"K 
Page 57 ? ai is required set of behaviours of 
n followers. 
Page 57 I, bi is actual set of behaviours of 
n followers. 
Page 57 19 is label to represent the synergistic 
effects of team performance. 
Page 57 -t4 total follower feedback 'error' signal 
to leader. 
Page 57 NVC represents non-verbal communication. 
Page 57 BEH is the abbreviation for behaviour. 
Page 57 Task 0/P is task output or performance level. 
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CHAPTER FOUR 
Pilot studies and emergent methodology 
4.1 Some considerations. 
A hypothetical conceptual framework (fig. 14, Page 57) has 
thus been constructed to create a theoretical base to aid 
study of leadership in particular social episodes. Perhaps 
the most significant contribution this framework can make 
is to suggest which parts of the episodic leadership 
process any given leadership theory can address and to 
focus attention on the operational output of the leader and 
the perception of his operation by both himself and his 
followers. 
We are primarily interested in the manifestation of leader 
role perception in instrumental and projective terms so our 
methodology needs to address the forward flow path 
(labelled 'influence mechanisms') between the leader role 
perception 'box' and the follower 'box' in fig. 14. It 
would seem we could investigate this aspect of the 
conceptual framework using one of several distinct 
methodological approaches to analysing the data: 
exploratory data analysis (e. g. Tukey 1977), conventional 
descriptive statistical analysis (e. g. ANOVA), conventional 
inferential statistical techniques, factor analysis or the 
multidimensional scaling approach outlined by Guttman and 
more recently by Shye (1978). One of the basic aims of 
this study was to consider ways in which contemporary 
psychological statistical techniques could be used to 
analyse data gathered by superimposing a measurement 
framework over an existing genuine social episode. Much of 
the leadership research to date has been based on 
laboratory studies which it is felt can become very 
contrived. Thus is was decided to explore the practical 
aspects of using a variety of techniques in the field to 
assess the most promising direction to pursue. 
The suggested conceptual framework generated proposes the 
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idea of leader role perception as opposed to simply the 
leader as an entity. By so doing we can focus attention on 
the leader generating an internal model of intended action 
based on a number of input stimuli and these have been 
classified into three types: initial conditions, task input 
and feedback aspects. The resultant role perception based 
on these domains of input then causes the leader to 
implement various control mechanisms which we can then 
monitor. For convenience we will label these mechanisms as 
'behaviours' although it must be understood that these 
'behaviours' are both instrumental and projective in 
nature. We have already discussed the notion of task 
behaviour versus relationship behaviour, a dichotomy which 
seems to feature in one form or another in almost every 
leadership model. It is a fundamental contention of this 
thesis that the dichotomous model reflected thus is totally 
inadequate to explain fully the interactions which take 
place between leader and followers. We initially extended 
the concept of the task-relationship approach to include 
non-verbal communication. By so doing we were implying that 
not only does a leader commit acts related to the task and 
acts related to the human element (individually and as a 
group) but also that the followers are influenced on a 
subconscious level by the leader or, more accurately, by 
the leader's role perception. The aim therefore of the 
empirical work is to explore the forward flow path of the 
suggested conceptual framework to see if it is possible to 
identify more precisely the control mechanisms that exist 
between the 'leader' and the followers. 
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4.2 Practical aspects 
Perhaps the major contribution that this study can make is 
to form a link between the practical aspects of leadership 
training in the military context and the theoretical 
aspects of the process. Hence it is important that we 
consider as wide a range of approaches to studying 
leadership control mechanisms as possible. The author has 
been present at many command task type leadership episodes 
and the profile given in appendix C shows the types of 
questions which non-psychologists tend to pose with regard 
to a given leader's performance in the role. Simply 
listening to an experienced NCO's perception of a young 
leader's performance can be in itself a most illuminating 
experience! Field observation can provide real insight 
into how leaders infuence followers albeit in a very 
subjective manner. In order to develop the methodology for 
analysing leader control mechanisms in episodic leadership 
situations, we need to define some characteristics of the 
episode and the context or conditions in which the episode 
takes place - the leadership situation. Essentially small 
group leadership in the command task situation revolves 
around a well defined position power on the part of the 
designated leader, an unambiguous objective and a 
restricted time period. Furthermore participants are 
usually physically fit and in a reasonably high state of 
, alertness as a result of the pressure of the situation and 
tolerance of performance below the norm is extremely low. 
Roles are usually clearly defined and in general there is 
little ambiguity in the situation. 
Thus it could be said that the command task as such is 
inherently contrived and that any apparent insights thus 
gained into the influence mechanisms would be specific to 
command task type situations rather than leadership in more 
general situations. A further factor is that command tasks 
are usually carried out by peers with the leader being a 
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temporary designate. Each follower knows his turn as 
leader will come about and there is no doubt that this 
influences behaviour in a number of ways, not the least in 
followers assisting the leader in his operation on the 
basis that every one in the group will experience the same 
role and benefit accordingly. 
In searching for a methodology we not only need to identify 
the basic command task as above but also to seek practical 
situations which have the advantages of the controlled 
nature of the command task but lack the contrived elements. 
The basic infantry patrol is one such exercise and it is 
fortunate that during the course of this research an 
opportunity arose to observe some eighteen patrols from a 
working regiment in an exercise situation. Thus the worst 
elements of the peer group leadership situation were 
eliminated and it was possible to superimpose the measuring 
framework on a real situation rather than one set up in a 
laboratory. However, prior to the main empirical study, a 
number of pilot experiments and investigations were 
undertaken to explore various types and approaches to 
gathering data in the field. These were carried out to 
explore possible lines of enquiry which would lend 
themselves to the unusually difficult conditions which 
exist during military exercises. Whilst they do not 
contribute directly to the issues addressed in the main 
study and the basic questions presented in Chapter Five, 
nevertheless they are part of the 'scene setting' for the 
main study. 
4.3 Pilot studies 
An essential part of investigation of the composite model 
was to select suitable instruments to examine various parts 
of the model as appropriate. An eclectic approach was 
first taken to assess the practicability of various 
techniques and instruments in the severe environmental 
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conditions in which military operations are often carried 
out. 
This next section outlines some of the preliminary 
experiments which were carried out, often in a very loosely 
controlled manner simply to identify possible methods for 
the main study into influence mechanisms which seem to 
exist in episodic leadership situations. 
4.3.1 Investigation 1. 
An examination of differences in degradation of logical 
reasoning between designated leaders and followers under 
field conditions. 
This was to identify whether a simple questionnaire technique 
could be used to measure performance degradation in the small 
group leadership situation and whether or not the leader's 
performance would suffer less than that of the followers due 
to the 'Power of the Pip' phenomenon. For some years it has 
been noted that leaders in arduous small group military 
training seem to suffer less in the way of performance 
degradation with the passage of time than do the followers 
(informal comments of a number of Sandhurst Directing Staff). 
The present author would suggest that this could be due to 
role internalisation diverting the leader's attention from 
his own position and transferring his thoughts to the 
problems of his followers. The progression of this idea 
would of course be to suggest that performance 
degradation under conditions of strain is, in part, 
psychosomatic. The situation chosen involved some 112 
university graduate officers, eight weeks into their military 
training, carrying out a trek over 36 hours in central Wales 
with approximately-4 hours sleep in that period. Due to the 
terrain, the distance involved was in the order of 60km and 
at approximately each 8km, the subjects had to undertake a 
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command task at a checkpoint. The present author had as his 
checkpoint task the administration of the assessment instrument. 
Baddeley's Logical Reasoning Test was selected and baseline 
scores were obtained for all 112 subjects on 5 sheets (see 
example in appendix E) during timed intervals in the classroom 
prior to the test. Subjects were required to check the two parts 
of each statement to see if they matched. If the two parts did 
match, then the subjects would place a tick in the box in the 
right hand column. If they did not match then a cross was 
required. The conditions were inherently non-stressful and there 
was no role differentiation. The field testing phase on the 
exercise resulted in 71 of the subjects being tested as not all 
reached the testing station due to a deterioration of weather 
conditions. Thus data was effectively gained on 15 groups each 
with its leader and 56 followers. On return from the exercise, 
the results were examined to see if the performance of the 
subjects had actually deteriorated. Means of number of 
statements attempted and number correct were calculated using one 
of the descriptive programs of the SPSS package. Only the 
baseline scores for those subjects tested in the field were 
included for the comparison of baseline to field data. In all 
cases, the subjects appeared to perform BETTER in the exercise 
situation compared to the baseline. As an example, Table 1 shows 
the mean scores for the followers over the 5 sheets of the test. 
Approximately the same number of questions were attempted in the 
field and the baseline situations by both leaders and followers. 
The leader data also showed approximately the same means for 
numbers of statements correctly ticked. Thus it appeared that the 
basic premise of the investigation, namely that performance 
degradation would occur in the field, was in doubt. The possible 
reasons for this are interesting. There is no doubt that in the 
baseline situation there was no reason for the subjects to 
perform at more than an adequate level. In the field however it 
was seen to be important to the subjects to perform well and so 
there may well have been a motivation effect. This could well 
have been linked to a Yerkes-Dodson type of level of arousal 
effect with the exercise situation stimulating a peak performance 
level. As a similar number of questions was attempted in both 
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the baseline and the field situations the absence of the 
'coning of attention' effect was further evidence to cause 
doubts on the effectiveness of the measuring instrument in 
this particular situation. 
Sheet No Mean No Correct 
1 Baseline 13.4225 
1 Field 15.0704 
2 Baseline 13.6901 
2 Field 14.4225 
3 Baseline 13.2394 
3 Field 15.2817 
4 Baseline 15.1127 
4 Field 16.1268 
5 Baseline 14.5915 
5 Field 15.8732 
Total Baseline 70.0563 
Total Field 75.7746 
Table 1 Logical Reasoning data 
Thus a situation arose in which the basic hypothesis of the 
experiment, that the leader would suffer less performance 
degradation than the followers, was unable to be tested due 
to the factors outlined above. 
Furthermore, the questionnaire technique posed real practical 
problems as much of the data gathering took place in 
relatively hostile environmental conditions with subjects who 
had spent several hours in driving rain, were very fatigued 
and had some difficulty in writing their responses. The 
attempt to investigate the 'power of the pip' phenomenon was 
designed more to test the feasibility of field data gathering 
than with the intention of yielding specific results. Thus 
it was really the method of obtaining data which was under 
test as opposed to testing a formal hypothesis which was the 
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subject of this exercise. The resultant data suggested that 
subjects performed better under arduous conditions than under 
baseline conditions and this points to a problem with trying 
to compare field measures with baseline measures in this type 
of situation. There are undoubtedly substantial motivational 
aspects relating to the subjects' perceptions of the 
usefulness of the exercise. In the low demand baseline 
situation in the comfort of the classroom, it is difficult to 
structure a situation whereby subjects perform to their 
maximum capability. Informal discussions with individuals 
who have completed the Baddeley Logical Reasoning Test have 
confirmed this notion. 
Thus this first approach to gathering data in the field was 
rejected on the basis that there were likely to be 
motivational problems with regard to any baseline measures 
and secondly that there were practical problems in using 
conventional questionnaire techniques based on paper 
documents in hostile environmental conditions. 
4.3.2 Investigation 2 
An examination of power perception from the viewpoint of 
leaders and followers. 
As it was required to investigate the forward path between 
the 'leader role perception' box and the 'follower' box of 
fig. 14, it was decided to use an established instrument 
which addresses the concept of 'influence' from the viewpoint 
of 'power perception'. The instrument chosen was the Raven 
and French Power Perception Profile discussed in section 1.3 
with the addition of the two additional power 'channels' of 
information power and connection power. Appendix F shows an 
example of the basic questions in the operational form 
together with samples of the scoring chart. Twenty one 
comparator questions were used 
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to compare each power channel with each of the other six 
channels. Used in the basic form, each subject could 
allocate a total of three marks between the pair of 'power 
channels' under test. Thus each channel appears six times 
and has a maximum possible score of 18. The following 
samples were taken with subsets of the same military unit: 
Sample size 
Baseline (Followers) N= 79 
End of 5 day exercise N= 23 
Scores were as in table 2, the plot in fig. 16 
giving an easily read comparison. 
Baseline 
Coercive Power 
Mean = 9.08 
Variance = 12.037 
Range =1 to 18 
Std Error = 0.390 
Connection Power 
Mean = 7.291 
Variance = 7.901 
Range =1 to 13 
Std Error = 0.316 
Expert Power 
Mean = 12.253 
Variance = 10.166 
Range =3 to 18 
Std Error = 0.359 
End of exercise 
Mean = 8.783 
Variance = 4.451 
Range =4 to 13 
Std Error = 0.440 
Mean = 9.043 
Variance = 4.134 
Range =6 to 13 
Std Error = 0.424 
: fie an = 12.043 
Variance = 8.407 
Range =6 to 13 
Std Error = 0.605 
Table 2 Power Perception data 
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Information Power 
Mean = 9.494 
Variance = 9.433 
Range =3 to 16 
Std Error = 0.346 
Legitimate Power 
Mean = 10.494 
Variance = 7.945 
Range =3 to 17 
Std Error = 0.317 
Referent Power 
Mean = 5.481 
Variance = 11.920 
Range =0 to 13 
Std Error = 0.388 
Reward Power 
Mean = 9.000 
Variance = 6.718 
Range =3 to 16 
Std Error = 0.292 
Mean = 9.000 
Variance = 8.273 
Range =4 to 13 
Std Error = 0.600 
Mean = 10.826 
Variance = 4.605 
Range =6 to 15 
Std Error 0.447 
Mean = 4.783 
Variance = 7.723 
Range =0 to 10 
Std Error = 0.579 
"lean = 8.522 
Variance = 8.443 
Range =1 to 15 
Std Error = 0.606 
Table 2(contd. ) Power Perception data 
The leaders included both officers and non-commissioned 
officers and it was intended to explore the possible power 
perceptions between these two groups, had this instrument 
been decided upon for the main study. The baseline scores 
included both followers and those who were eventually 
designated leaders (those people who were to be designated 
not being known at the time the baseline data was gathered) 
and each subject was asked to complete the test on the 
basis that they were followers. The final scores for the 
followers represented their statement of why they followed 
the particular patrol leader. The final scores for the 
leaders represented their perception of why they thought 
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the followers had obeyed their commands. Whilst the data 
from this investigation is of interest, there are a number 
of aspects which began to cause increasing doubt in the 
researcher's mind as to the viability of the instrument as 
a leadership assessment tool. Firstly from a 
methodological viewpoint, there is considerable 
inflexibility with the scoring method. Whilst the 
comparator technique appears to be an elegant one at first 
sight, the actual scores produced tend to produce little in 
the way of insight into the overall processes involved. 
The ability of the scale to discriminate is limited and 
there are the ever present problems of semantic 
interpretation on the part of the followers. As the 
subjects became more fatigued, there was an obvious 
tendency to tick the boxes more or less at random and many 
subjects became quite vociferous about the limited marks 
available for the allocation process in the comaparison. 
There were one or two interesting points which emerged 
however. 
Table 3 shows the means for the leaders' assessments of why 
the followers obeyed orders. 
Coer. Conn. Expt. Infn. Legt. Refnt. Rewd. 
Leader 
1 11 5 10 1 16 8 12 
2 12 10 8 3 12 7 11 
3 10 9 10 4 13 6 11 
4 12 9 10 1 12 7 12 
56 5 17 10 8 5 12 
69 8 12 12 13 0 9 
7 11 4 10 9 13 7 9 
8 12 1 11 13 14 4 8 
98 4 9 12 13 7 19 
10 8 2 13 11 12 7 10 
11 8 5 12 11 11 7 9 
12 14 2 15 1 13 12 6 
Mean 10.08 5.33 11.42 7.33 12.50 6.42 9.92 
Table 3 Leader Power assess ment 
(See Page 73 for explanation of abbre viations. ) 
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If these figures for the means are then plotted together 
with the means for the followers (all) and the followers 
(final) it is interesting to note that the followers appear 
to rate connection power and information power considerably 
higher than do the leaders and that the leaders seem to 
rate legitimate and coercive power as particularlly 
significant. This is demonstrated in figure 16. 
The method is of interest because it does focus on 
mechanisms of control, albeit that once again a limited 
model is assumed prior to measurement and data is produced 
to assess that model rather than try to look for additional 
features. An extension to the power perception profile was 
to attempt to integrate the approachwith that of Facet 
Theory in order to look at the possibility of using '21DS 
techniques. 
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One interesting idea which did arise with the Power 
Perception profile was the possibility of structuring the 
instrument in the form of a mapping sentence to facilitate 
the MDS approach. Much has been written about the concept 
of the mapping sentence and facet theory (Shye 1937 et al) 
and it was decided to use the mapping sentence approach to 
explore the potential application of the instrument to 
the leadership study. The basic model proposes seven types 
of power which a follower may perceive in his leader: 
pl Coercive Power the ability to force behaviour 
p2 Connection Power association with higher authority 
p3 Legitimate Power position power 
p4 Reward Power 
tl Expert Power 
ability to award sanctions 
rewards 
knowledge of the current 
situation 
t2 Information Power communication with the 
outside world 
rl Referent Power followers liking the leader 
These elemental powers could then be grouped to form three 
facets: 
P position related powers 
T task related powers 
R interpersonal relations related power 
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From this, a quasi-mapping sentence is now possible; 
"A soldier x obeys his leader because the latter 
coercive pl 
I connection p2 has legitimate p3 power because the latter 
reward p4 
expert tl 
has information t2 power and because the soldier 
considerable rl 
likes him neutrally r2 
only marginally 
Thus we can see in principle how the mapping sentence idea 
can be applied to this particular study. However we are 
still trying to validate a presupposed model instead of 
trying to extract underlying mechanisms which exist in the 
data. Whilst the power perception profile is interesting, 
it does not address the fundamental issue of trying to 
identify what underlying mechanisms appear in data which 
has been gathered in the field situation. 
4.3.3 Investigation 3. 
The Role Perception Profile 
It seems that most of the leadership models feature the 
task versus relationship dichotomy at some stage whether it 
is the Adair Task Circle versus the Group and Individual 
Circles or the consideration versus initiating structure 
approach. An idea which did arise was to look for a 
possible instrument to determine basic orientation on the 
task versus relationship model and to this end some 
investigatory work was carried out with the role perception 
profile. The instrument was in essence a card sort based 
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on twenty statements relating to leader behaviour. Ten 
statements were relationship oriented and ten were task 
oriented. Appendix G shows the statements used. Subjects 
were asked to rate the statements in rank order of 
importance via two operations: firstly the cards were 
sorted. into one of three areas on a scale of 'important', 
'very important' and 'essential'. Within these three 
divisions, subjects were asked to rank the cards with what 
they thought the most important at the top of the pile and 
the least important at the bottom. It was then a simple 
matter to combine the three piles to produce an overall 
ranking. Two graphical methods of exploring the data were 
then considered, the role perception profile and the role 
perception matrix (see Appendix H ). 
Some 80 subjects were tested during a 36 hour forced march 
in central Wales and profiles obtained for the 16 groups 
involved. The intention was to investigate the possible 
mismatch between role perception of leaders and followers. 
The hypothesis was that groups which were successful would 
be characterised by leaders and followers sharing the same 
orientation of leader role perception. Thus is was to be 
predicted that where the leader and the group were both 
task oriented or both relationship oriented then a 
'successful' group would result. It was thought probable 
that an 'unsuccessful' group would be characterised by a 
role perception mismatch. The exercise was in many ways 
similar to the Repertory Grid approach based on Kelly's 
Construct Theory and much written about by Fransella and 
Barnet(1977) except that subjects were supplied with 
statements already categorised rather than being subject to 
the eliciting of constructs. 
However, a number of problems arose. Firstly it was 
impossible to identify an objective measure of what 
constituted a 'good' patrol. Each team had to gain a 
number of points on the exercise but this in itself was not 
enough. Questions of morale, motivation and general 
'environmental fit' needed to be answered. Furthermore it 
was difficult to assign objective scores to the ranking of 
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the cards. Many systems could have been adopted to develop 
a score of relationship orientation versus task orientation 
but with the basic judgement of the success of the patrol 
in doubt, this line of enquiry was discontinued. A typical 
set of data is included in Appendix I. 
However the idea of subjects classifying statements on 
cards according to a semantic differential scale proved 
extremely successful in the field. The method was 
non-threatening, individually based with no pay-off for 
cheating, not prone to socially desirable responses and, 
what is most important, treated seriously by the subjects. 
Thus as a basic method of gathering data it was highly 
successful and subsequently adopted for the main study. 
4.3.4 Investigation 4 
An examination of 'Need for Achievement' 
In military circles, the expression 'power of the pip' 
relates to the phenomena of a designated leader operating 
at a higher level of motivation when acting in the role of 
a leader than when he is a follower under similar 
circumstances. Thus it was decided to explore the 
possibility of determining some measure of motivational 
drive and to see if any significant differences occured 
between people in the leadership role and as followers. 
The instrument chosen was the Robinson-Argyle scale of Need 
for Achievement as in Appendix J. This operates on three 
dimensions: Hope of Success (Q+), Fear of Failure (Q-) and 
overall need to achieve (Qach). 
As with investigation 3, some 80 subjects were tested 
during the same exercise. However, it became quite clear 
from the first inspection of the data that subjects were 
giving socially desirable answers rather than genuine 
responses. No leader under training, feeling that his 
performance is being scrutinised, is likely to admit to, 
for example, a lack of confidence in competition as in item 
6. 
The results indicated quite clearly that subjects were 
Page 76 
tending to portray their ideal image rather than their 
actual self concept and so this line of investigation was 
discontinued. Furthermore, there were practical problems 
with a paper questionnaire technique as the data collection 
was carried out in pouring rain in the open air. Although 
the instrument could have been converted to a card sort, 
the social desirability response problem was thought so 
significant that it was not thought to be likely to result 
in any real data of value. Essentially it was required to 
produce an instrument which would operate in the given 
inclement environment, be non-threatening, not prone to 
socially desirable responses and reveal underlying aspects 
of the leadership process with the mimimum of measurement 
error. 
4.4 Summary of pilot investigations 
It is important to restate that the aim of conducting the 
pilot investigations was to explore possible lines of 
enquiry for data gathering in 'real life' or simulated 
'real life' situations. Although these studies did not 
contribute directly to the substance of the main study of 
episodic leadership, they did provide a useful insight into 
the practical problems of attempting to gather data in 
field conditions. 
Thus a number preliminary approaches to the gathering of 
data in the field were considered. A basic aim of this work 
was to look for a method which was capable of being 
superimposed on a real situation, which did not rely on 
baseline measures, which was not subject to motivational 
problems and which was practical in terms of administration 
in relatively hostile environments. It seemed that the 
most promising approach to practical data gathering was the 
card sort system, albeit that it was perception of the 
'ideal leader role performance' which was being 
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investigated in the pilot situation. What was required was 
a method which would address the actual behaviour of a 
leader in a given episode and would provide data as to the 
leader's perception of his operation and the follower's 
perception of the leader's operation. In summary, the 
pilot study work on finding a suitable data gathering 
technique resulted in the choice of the card sort approach 
which had the following advantages: 
1. It was non-threatening to the subjects and thus likely 
to produce genuine data not influenced by socially 
desirable responses. 
2. It was capable of being applied to the forward flow path 
of the conceptual framework to facilitate the investigation 
of leader control and influence mechanisms. 
3. It was capable of being used in 'hostile environments' 
such as rain and darkness with subjects who were not in a 
position to give written responses. 
4. The technique was clearly enjoyed by the subjects who 
responded positively to the data gathering exercise and 
cooperated even when suffering from the effects of fatigue. 
Thus a technique was identified which could then be applied 
to the process of investigating leadership operation in 
actual episodes. 
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CHAPTER FIVE 
Development and application of the methodology. 
5.1 Background to the methodology and the main study. 
5.1.1 Some basic questions. 
A hypothetical conceptual framework has thus been generated 
which may be used to act as a composite model for 
leadership in episodic type situations. Several possible 
methods of data gathering were then investigated to 
consider how an exploration might be carried out into the 
forward flow path (labelled 'influence mechanisms' in fig. 
14) which could be said to exist as 'leader output'. 
It seems traditionally that leader behaviour tends to be 
viewed as relating either to task or relationship behaviour 
or terms related to these two aspects such as 'work 
facilitation' or 'socio-emotional support'. However, more 
intuitive approaches to leadership suggest that there is a 
significant projective aspect to the process (normally 
labelled 'qualities' for example) which seems to act as an 
influence mechanism on the followers. Thus the 'influence 
mechanisms' forward flow path between the 'leader role 
perception' box and the 'follower' box of fig. 14 is 
tentatively represented as three 'channels' if based on 
what appears to be the consensus of opinion underlying much 
of current leadership theory. The problem is, of course, 
that these channels are not mutually exclusive. Indeed if 
we were to use the Adair approach, once again we would be 
representing the control channels with three overlapping 
circles labelled 'task', 'relationship' and 'projective' 
activity on the part of the leader to represent the 
interactive nature of the variables. 
This is, however, simply a suggestion of how leader control 
variables might cluster together to suggest influence 
mechanisms. Whilst such a model is a useful start point 
for training potential leaders in general terms, it 
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provides little insight into the processes which are 
actually operating in a given episode. There are a number 
of basic questions which frequently arise when leadership 
is being discussed and so it was decided to attempt to 
answer or these questions using the methodology which is 
the focus of this study. Even if these questions could not 
be answered in specific terms, it was felt that insight 
into the leadership process would result from the 
application of the methodology to some specific episodes. 
The main study is based on addressing twelve significant 
questions regarding episodic leadership operation and these 
are now presented. The remainder of Chapter Five is 
devoted to the process of data gathering and Chapter Six 
presents the results together with Appendix N. 
Chapter Seven disusses the clustering and grouping of the 
variables to suggest underlying influence mechanisms and 
Chapter Eight returns to the basic questions. 
QUESTION ONE 
How do followers perceive leader behaviour and what 
underlying mechanisms seem to exist in this perception? 
QUESTION TWO 
Do leaders perceive their behaviour in the same way as 
followers and do the same underlying mechanisms exist in 
the leader's perception? 
QUESTION THREE 
Do the same underlying mechanisms exist in different types 
of situation as regards the follower's perceptions of the 
leader's behaviour? 
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QUESTION FOUR 
Do these perceived mechanisms change as demand levels on 
the subjects change over time, particularly if the demand 
levels increase? 
QUESTION FIVE 
What changes in perceived influence mechanisms occur as 
demand level on the subjects is increased due to the 
passage of time? 
QUESTION SIX 
How do these changes differ between leaders and followers? 
QUESTION SEVEN 
Does a leader's perception of his behaviour remain stable 
in different situations? 
QUESTION EIGHT 
Do subjects show commonality in their perceptions of leader 
behaviour in different situations? 
QUESTION NINE 
Do subjects show commonality in their perceptions of leader 
behaviour with respect to time? 
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QUESTION TEN 
Does the perception of leader behaviour depend on the role 
of the leader, i. e. commissioned or non-commissioned 
officer? 
QUESTION ELEVEN 
What underlying perceptions of leader behaviour exist 
regardless of role? 
QUESTION TWELVE 
To what extent are the underlying perceptions predicted by 
established leadership theory, for example the Adair 
Functional Approach? 
We have then some questions related to how leaders and 
followers perceive the behaviour of the leader and we are 
interested in the underlying meanings of those perceptions. 
The problem is twofold. Firstly, we need a way of 
investigating how both leaders and followers perceive the 
leader's behaviour and secondly, we need a statistical tool 
to tease out emergent, underlying patterns present in the 
data. This approach will be a valuable contribution to 
leadership theory because it will provide evidence to 
suggest how both leaders and followers perceive leader 
behaviour and it will thus identify possible mismatches 
which might exist in those perceptions. This will be 
invaluable for training purposes and will shed light on the 
validity of some of the established leadership theory. 
We can thus propose an investigation to examine perceptions 
of leader behaviour in different situations and at 
different times. A logical extension to this investigation 
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would then be to attempt to classify subjects according to 
their perceptions to identify grouping of subjects in 
contrast to groupings of variables as suggested in the 
previous paragraph. 
The idea of grouping subjects is a valuable one. In 
particular, it would be useful to see if an individual's 
perception of his leadership behaviour is stable across 
different situations and to what extent role differences 
exist between leadership perception of commissioned and 
non-commissioned officers. A further area for exploration 
would be to see if leadership perceptions tend to vary with 
time in terms of the grouping of subjects. Do individuals 
leading episodes under low demand conditions tend to 
perceive leadership behaviour differently from those 
leading under high demand circumstances? 
Thus we have a set of questions which if answered will 
provide a useful insight into how leaders influence 
followers in episodic leadership situations and this will 
be a most useful contribution as regards leadership 
training. 
5.1.2 Data collection. 
This took into account the results and observations of the 
pilot studies. It could be said also that many of these 
studies were simply aimed at exploring isolated aspects of 
the leadership process and as such were seeking merely to 
provide evidence to support limited ideas. One of the main 
aims of this study was to explore the domains of influence 
mechanisms to see why followers behave as they. do and if 
the mechanisms are stable with both time and function. 
Thus rather than propose influence mechanisms and try to 
establish that they are in fact present, it was decided to 
use a multivariate approach by combining the influence 
mechanisms suggested by a number of leadership models. 
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The general strategy was to study the subjects' responses 
to see how variables cluster or group together to form 
domains of influence. From this clustering technique it 
was decided it should be possible to see if evidence 
existed to show the extent to which these domains were 
stable with time and function and also to highlight the 
differences in perception between leaders and followers. 
The pilot studies suggested that a suitable approach to 
data gathering in the arduous conditions encountered in 
military training would be to use a card sort technique 
based on weatherproofed cards, each card describing an 
aspect of leader behaviour which we could call a variable. 
The card sort technique has a number of advantages which 
have already been outlined at the end of Chapter Four. It 
was thus decided to use a system which required subjects to 
report on the incidence with which a particular aspect of 
leader behaviour (i. e. a variable) took place. 
The next problem was to decide exactly what should 
constitute the set of variables which would form the basis 
of the measuring instrument. It was decided that there 
were two approaches to designing a set of variables which 
we will call 'the universe' of variables. Such a universe 
could either be based on an eclectic set of variables drawn 
from established leadership models and then applied to 
specific episodes or the set could be tailored to contain 
variables relating specifically to a given episode of 
defined characteristics. As the aim of the study was to 
develop a methodology for investigating episodic leadership 
in 'real-life' or simulated 'real-life' situations, it was 
decided to opt for the former approach. The aim of 
developing the methodology was to produce an instrument in 
a non-contrived situation with the minimum of measurement 
effect. Furthermore, by producing a variable set based on 
generalized leadership theory, it would be possible to 
identify which influence mechanisms emerge from the data as 
operating in the episode rather than trying to test out a 
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limited, preconceived theory. It was decided, therefore, 
to base the universe of variables on two established 
models, the Leader Behaviour Description Questionnaire of 
Fox and the Bowers-Seashore Model examples of which appear 
in Appendix M. 
5.1.3 The control variable principle 
Chapter Three outlines a conceptual framework which 
suggests that a leader accepts three clusters of inputs 
(task, initial conditions and feedback) and then constructs 
a role perception which manifests itself in the form of 
leader behaviour by way of what we can call control 
variables. These control variables consist of specific 
indicators of leader behaviour and those control variables 
which are similar in nature may be grouped together to 
indicate underlying influence mechanisms. 
In the qualities or traits approach to leadership, it would 
be suggested that this operation would reflect the 
qualities or traits of the leader whereas in the functional 
or behavioural approaches, leader behaviour would 
considered simply in instrumental terms based on observable 
behaviour. We are, however, in this study, concerned with 
developing a composite, albeit eclectic, approach which 
acknowledges the contribution that various approaches can 
make to our understanding of the leadership process. Thus 
we will look at leader behaviour, the manifested 'output' 
of role perception, in terms of 'influence' mechanisms 
which may be said to be either instrumental or projective 
in nature. Many of these mechanisms will of course be a 
combination of both constructs. For example, items related 
to communication behaviour such as group briefing will have 
considerable projective content. The manner and style in 
which a leader briefs his followers often gives rise to 
comment by the followers regarding their perceptions of the 
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leader's confidence and competence. Yet briefing is 
inherently instrumental behaviour. Thus although we can 
attempt to suggest that variables may be orientated towards 
being projective or instrumental in nature, it is 
inherently difficult to specify a given variable as one or 
other in type. 
Considerable attention was however given to the idea of 
producing a 'specification map' which would enable an 
insight to be gained into the nature of each control 
variable. Such an approach could be based on the 
action-reaction approach of considering each control 
variable as indicative of a mixture of leader cognition, 
affect or instrumental action. This we can label Component 
1 of the action-reaction approach. The next stage would be 
to consider whether the variable is primarily instrumental 
or projective in nature. This we will label Component 2. 
The third component of an action-reaction variable 
specification map would be to consider whether followers 
would be aware or unaware of the effect of the particular 
variable. We can thus suggest that Component 3 could 
specify the variable as 'conscious' or 'subconscious' where 
these labels are used to suggest transmission mechanisms of 
which the followers are aware or unaware respectively. 
The fourth component of the action-reaction model could 
relate to the effect on the followers in terms of changes 
in cognition, affect or instrumental action. The fifth 
component could relate to whether the particular variable 
was likely to indicate a leadership process was 
transactional or transformational in nature. From the 
historical literature, it appears that the effects of 
leadership tend to fall into two types: transactional 
leadership such as that described by Jacobs (1970) implying 
that the followers simply fulfill their roles in as minimal 
manner as possible and transformational leadership where it 
appears that the leader operates on the affective or 
emotional level and seems to 'trigger' the followers into a 
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higher level of performance than would have occurred 
without the leader's influence. Maslow(1967) would have 
termed this the development of the self actualising state 
on the part of the followers - the realisation of true 
potential. 
Thus we arrive at a suggested variable description map as 
shown in fig. 17 which is based on an action-reaction 
principle. 
COMPONENTS 
12345 
Cognitive 
I 
Conscious Cognitive 
T t I [ nstrumental rans ormat ona 
Subconscious 
Affective Aff cti e v e 
Conscious 
Projective Transactional 
Instrumental Subconscious Instrumental 
Leader Follower 
Action Reaction 
fig. 17 Variable description map 
There are, however, some real difficulties in trying to 
describe each control variable in specific terms. Thus the 
variable specification map is suggested as a way to gain 
insight into particular variables rather than allocating 
specific labels to the five components for any given 
variable. It was decided, therefore, to consider each 
variable in semantic and descriptive terms rather than 
according to any specific categorisation. 
There are other ways to interpret the nature of the 
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individual control variables and that is to use the 
principle of the mapping sentence. It was decided fairly 
early on in the study that the Guttman Lingoes Smallest 
Space Analysis Statistical (SSA) tool was the most 
appropriate tool for the analysis of the data for the 
present study. Many SSA analyses make use of the mapping 
sentence approach to identify the nature of a hypothesis 
being tested. In the present case, it is suggested that 
each control variable has five possible descriptive 
dimensions which enable the nature of that variable to be 
identified more clearly. 
Considerable thought was given to the construction of a 
possible mapping sentence for the leader-follower control 
mechanisms. The aim was to produce a common core structure 
which could then be adapted to each type of control 
variable. Figure 18 shows the structure of the mapping 
sentence. 
Thus each variable could in theory be given a profile, eg 
one variable could perhaps be cognitive in terms of leader 
functioning, projective, subconscious, cognitive in terms 
df follower response and transformational in nature. 
There are, however, some real difficulties in trying to 
describe each control variable in specific terms. Thus the 
variable specification map should really be interpreted as 
a suggested variable description map for gaining insight 
into particular variable rather than allocating specific 
labels to the five components for any given variable. It 
was decided, therefore, to consider each variable in 
semantic and descriptive terms rather than according to any 
specific categorisation. 
The individual variables are discussed in section 5.5 
starting on Page 99. As part of the effort to ascertain 
the nature of the control variables, informal discussions 
took place with a number of subjects who were asked to rate 
each variable in terms of the nature of its five components 
as in figure 17. 
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VARIABLE SPECIFICATION MAPPING SENTENCE 
The leader's role perception produced a control variable 
cognitive 
which functioned primarily in his affective domain 
Linst rumental 
conscious 
operating on a level with his followers, 
subconscious 
which produced 
cognitive 
affective 
instrumental 
change on the part of 
transformational 
the followers resulting in leadership 
transactional 
taking place 
falways 
often 
I occasionally 
seldom 
never 
fig. 18 The mapping sentence approach 
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5.2 The episodes chosen for the main study. 
The methodology proposed was thus based on a card sort 
technique whereby subjects classified particular aspects of 
the leader's behaviour according to the incidence of that 
aspect (or variable) according to a five point 
classification scale. Details of the actual administration 
of the instrument are dealt with in section 5.3. and the 
statistical analysis of the data in Chapter Six. At this 
stage, however, it is felt important that the 
characteristics of the particular episodes chosen to test 
the methodology are outlined as this helps considerably in 
the interpretation of the results. 
In military operations, three types of patrol situation 
exist. Firstly, there is the reconnaissance (recce) patrol 
which is a small team, typically of around 4 in number. 
The aim of this type of patrol is to operate in as low a 
profile manner as possible to gain information about the 
enemy without the patrol being discovered. It is most 
important that the operation of this patrol is not detected 
as this could alert enemy defences and endanger the success 
of any future mission. 
The second type of patrol situation is known as a fighting 
patrol and the aim of this type of patrol is to attack and 
capture an enemy position so gaining ground. The number 
and constitution of the fighting patrol is variable and 
depends on the intelligence gathered by the recce patrol 
which precedes it. Thus a fighting patrol has a much more 
discernable objective than a recce patrol and once an 
attack has begun, there is no question of 'operation with 
stealth'. The fighting patrol is invariably led by the 
same officer who led the associated recce patrol and is a 
more complex social episode in terms of the interactions 
which can occur between leaders and followers and the 
corresponding mismatches which can occur with regard to the 
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perception of leader behaviour. 
The third type of patrol is known as a standing patrol. 
This is almost always led by a non-commissioned officer on 
the basis that it is a routine activity designed to occupy 
troops and maintain an adequate level of environmental 
awareness. Usually standing patrols operate in areas where 
there is thought to be a relatively low level of threat of 
contact with the enemy and where stealth, although 
important, does not feature quite so strongly in the 
activity as it does for the recce patrol. The important 
point to bear in mind regarding the standing patrol is that 
it is a routine activity which is not orientated to any 
specific goal. 
All three patrols have their areas of commonality. 
Concealment is a necessary operational constraint for all 
three types of situation albeit that it is most important 
for the recce patrol. In all cases, a distinct, bounded 
social episode may be identified in that subjects are drawn 
together at the outset to form a team which is then 
briefed, carries out the operation, returns to base and is 
then debriefed and disbanded. Contact with base is 
maintained only minimally by radio and so the situation 
produced is a clearly defined unit operating as a 
relatively isolated group under the guidance of a 
'designated' leader. Thus the infantry patrol and the 
three clearly identifiable types of patrol are most 
suitable areas for exploring the nature of episodic 
leadership, in particular applying the proposed leader role 
perception methodology. In proposing any methodology, it 
is important to assess the viability of that methodology by 
using it to gather and analyse some real data and so the 
basic infantry patrol was chosen because of its overall 
suitability. 
A most convenient situation arose where eighteen such 
patrols were to take place in three separate one-week 
military exercises using three sets of different, but 
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comparable, troops. In each week, two of each of the three 
types of patrol were to take place, the sequence being 
recce, standing and then fighting. A set of each type of 
patrol was to occur withing a short time of the exercise 
starting and a second series to take place some 24 hours 
later giving in effect two time slices for the data 
collection. 
Thus the present author was in a position to use the 
measuring instrument to investigate the operation of some 
eighteen leaders in simulated 'real-life' situations, 
albeit that some individuals operated as leaders in more 
than one episode and some followers were involved in more 
than one patrol. However, it was clear from observation 
that each episode tended to exhibit its own characteristics 
and so could be viewed as a quasi-unique situation. In 
fact, it was decided that duplication, that is the same 
individual leading more than one episode, would be useful 
in providing an insight into the stability of leader 
operation perception of the same individual in different 
situations. 
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5.3 Administration of the card sort technique. 
The sorting process was based on a five level 
classification scale. There were a number of reasons why 
this approach was considered suitable. Firstly the 
technique was capable of being administered easily in 
all-weather conditions on a 24-hour basis. A number of the 
patrol episodes to be investigated took place in the early 
hours of the morning in driving rain and with the subjects 
having completed some quite arduous physical activities. 
To overcome the sort of practical and motivational problems 
which were likely to ensue in this type of situation it was 
decided to present the instrument to each subject in the 
form of a wooden tray divided into two main sections, one 
of these sections being divided into five sections each 
corresponding to a point on the classification scale: 
ALWAYS-OFTEN-OCCASIONALLY-SELDOM-NEVER 
Thus subjects were presented with a tray of 44 'shuffled' 
variables which had to be sorted at the end of each 
episode. Both leader and followers were supplied with the 
same variables, minor changes being made to accommodate 
role e. g. The leader made accurate decisions, I made 
accurate decisions. Each subject was required to describe 
the incidence of each variable on the 5-point scale on an 
independent, individual basis. In effect the situation was 
one of looking for underlying patterns in the perception of 
leader operation, both in terms of instrumental and 
projective type variables. In all, 18 separate patrol 
episodes were examined. Three types of patrol existed 
based on function and two time samples were taken. 
N. B. The reader is now advised to open out the legend 
covering this chapter which appears as Page 125. 
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Characteristics of the patrol types could be summarized as 
follows: 
Type Function 
Reconnaisance(R) To obtain information without detection 
Standing (S) Non-specific, routine observation 
Fighting(F) To attack a specific objective 
For each of the three weeks, timings of the patrols were as 
follows: 
Event Time Day Label 
Start 10.00 One t0 
RPatrol 18.00 One tlR 
SPatrol 1 01.00 Two t1S 
FPatrol 1 06.00 Two t1F 
RPatrol 2 18.00 Two t2R 
SPatrol 2 01.00 Three t2S 
FPatrol 2 06.00 Three t2F 
i. e. tiR occured at 8 hours into the exercise, t2R at 32 
hours into the exercise, giving a time slice differential 
of 24 hours. 
The data from the 18 episodes were produced by assigning 
incidence scores to each variable as follows: 
ALWAYS = 4 
OFTEN = 3 
OCCASIONALLY = 2 
SELDOM = 1 
NEVER = 0 
Each subject thus had a unique score for the incidence of 
each control variable and the scores were transferred to 
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generate a data matrix for leaders (18) and followers (94). 
(See Appendices K and L). 
The data matrices were then subjected to multidimensional 
scaling techniques, firstly smallest space analysis (SSA) 
to investigate the distribution of variables and their 
clustering and secondly MSA to consider the clustering of 
subjects across the full range of variables. 
The SSA technique is a well documented approach based on 
the work of Guttman and using the Guttman-Lingoes 
statistical package. It forms one of the basic statistical 
tools for facet theory and as such provides a useful and 
elegant technique for investigating the spatial 
distribution of variables by performing multiple 
correlations and establishing a mathematical model to show 
relationships between the variables. 
As has already been discussed, it was decided to create a 
universe of variables by using an eclectic set based on a 
number of established leadership models. Although the 
resulting data would undoubtedly be less elegant and prone 
to noise, it was felt that this would be valuable in that 
analysis of the data would show what underlying 
dimensions existed in the data. 
One problem encountered was that the possible set of 
variables which could be presented was almost infinite. 
From the pilot studies on role perception, it appeared that 
the typical time taken by a subject to sort each variable 
would be in the order of 15 seconds. The maximum time 
-available in the testing situation was 15 minutes which in 
theory allowed a maximum of 60 variables to be processed. 
However, some 5 minutes was required to administer the task 
of sorting the cards which reduced the possible variable 
set to around 40 in number. It was decided within these 
constraints to base the universe of variables on the Leader 
Behaviour Description Questionnaire (LBDQ) produced by Fox 
which in turn was adapted for military use from the 
original LBDQ proposed by the workers at the Ohio State 
University (See Appendix M). A number of the variables 
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were unacceptable in semantic terms for the British 
Military environment and with the removal of these 
variables and translation into acceptable language of the 
remainder, a 32 variable universe resulted. Although this 
universe was based on the simple task-relationship 
dichotomy, the majority of the variables could be allocated 
to one or more of the other leadership models. This 
partial universe was supplemented with the twelve variables 
forming the Bowers-Seashore model (1966) investigated by 
Taylor (1971) using multidimensional scaling techniques. 
Thus in total a 44 variable universe was generated and each 
variable assigned to one or more leadership models as in 
section 5.4. 
5.4 Assignment of variables 
The universe of variables is thus based on two models: the 
task versus relationship LBDQ approach and the 
Bowers-Seashore Four Factor theory. However, it is clear 
that each variable could be said to be considered as a part 
of a number of models other than that of its base origin. 
The next stage in the design of the data collection system 
was to assign each variable to a particular model, thus 
producing the variable assignment matrix (VAM) which 
consisted of two zones, dependent on the base model. 
1. ZONE A based on the LBDQ model. 
2. ZONE B based on the Bowers-Seashore model 
The complete set of variables is shown in table 6. 
The classification and assignment of the variables 
according to their base source is clear cut and table 4 
(the VAM) shows the base division of task versus 
relationship behaviours. In addition to the base models, 
the following other leadership models were superimposed as 
partial sets: 
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Adair Three Circles (Adair 1) 
Adair Prime Functions (Adair 2) 
Fiedler Leader Match 
Composite (Addition of NVC to LBDQ) 
Hersey-Blanchard T-R Mix 
Projective/Instrumental 
Transformational/Transactional 
In addition, variables included in Zone A were considered 
in terms of the Bowers-Seashore model and those in Zone B 
in terms of the LBDQ model. 
Thus the status of each variable was considered in terms of 
eight alternative leadership models in addition to its own 
base model. It was clear from the outset that the nature 
of each variable often makes it very difficult to assign 
that variable to any unique slot in any given alternative 
model. Indeed, the original base assignment itself is 
sometimes suspect because no variable can be entirely 
relationship or entirely task in nature. Goal directed 
variables can be said to motivate followers hence operate 
on a human level with regard to the relationship between 
the leader and the follower while relationship oriented 
behaviours, for example those concerned with forming a 
cohesive group are in themselves task oriented to a degree 
if they contribute to the process of achieving the group 
objective. However, it was realised from the first pilot 
investigations that leadership variables are inherently 
interactive in nature. What we are trying to do 
essentially is to identify in what way the variables are 
loaded rather than to specify them uniquely. Many 
variables for example contain both task and relationship 
aspects and there is undoubtedly a considerable NVC content 
in many of the so-called instrumental variables. However, 
it should not be forgotten that we are attempting to 
develop a workable methodology capable of being 
superimposed over a real-life situation with a minimum of 
disruption and measurement effect. Undoubtedly the choice 
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of variables and their assignment is an area where much 
development could and should take place, particularly with 
regard to specified situations. However at this stage we 
are primarily concerned with an exploratory process to try 
to create a universe of variables which appears to be 
relevant to the type of episodic leadership situations 
which are the subject of this study. 
Thus a preliminary assignment of variables was made for the 
total universe of 44 variables and this appears as table 4. 
It should again be stressed that difficulty was encountered 
in trying to obtain unique assignment for many of the 
variables in several of the alternative models. Some 
variables appeared to contain both elements, for example, 
of transformational and transactional processes (e. g. 
variable 23) whilst some did not appear to be relevant to 
any dimensions of some of the models. 
An example of this problem was the assignment of variable 8 
to the Hersey-Blanchard model. However, in the nature of 
true exploratory research, a preliminary assignment was 
made in order to generate a workable universe of variables. 
The characteristics of the variables are now discussed. 
(See Appendices 0 and P for the operational translation of 
the variables. ) 
5.5 Discussion of variables 
The preliminary assignment of variables has thus been 
completed and it is now necessary to consider those 
variables and their properties. This section should be 
read in conjunction with tables 4 and 5. 
For convenience each variable has been given a unique label 
as a functional descriptor. Each variable was obtained 
from the dimensions of two estabished leadership models and 
related to several other models. It became clear from the 
start of this process that the idea of 'task' or 
'relationship' variables is a gross oversimplification and 
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that many so-called task variables contain a high 
relationship content in that they require the successful 
deployment of people to reach the goal. 
5.5.1 Variable one (Minimal distance). 
"The leader was friendly and approachable. " 
This is primarily a relationship variable which it is 
suggested has a high NVC component and seems related to the 
individual leader and his attributes rather than specific 
action. As such, it is primarily a projective variable 
operating on an individual, subconscious level with 
followers and it would seem to produce transformation by 
'encouragement'. It would appear to be primarily affective 
in nature and appears in the LMR section of the Fiedler 
model, the high relationship zones of the Hersey-Blanchard 
model and the support area of both the Adair funcional 
model and the Bowers-Seashore mode. 
5.5.2 Variable two (Cohesion promotion). 
"The leader kept the patrol working as a tight unit. " 
This variable obviously relates to cohesion production, 
maintenance and control of the integrated team thus formed. 
It seems to reflect goal-oriented behaviour in that it 
causes us to focus attention on the group as a unit working 
towards an objective. It would thus seem to suggest task 
oriented behaviour permitting both high and low 
relationship orientation with regard to the 
Hersey-Blanchard model. There is an emphasis on the 
leader's production of the group which would seem 
instrmental in nature with interaction facilitation and 
work facilitation both represented. Subjects tended to 
rate (see foot of page 88) the variable as being primarily 
cognitive as far as the leader's mental functioning was 
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concerned, but instrumental in transmission. It seems 
likely that the production of a team would be likely to be 
perceived on a conscious level. This variable seems 
related to the 'control' element of Adair's functions and 
the synergistic overtone would suggest transformational 
leadership would result. 
5.5.3 Variable three (Cohesion facilitation). 
"The leader created a good atmosphere in the patrol. " 
This is again a relationship oriented variable suggesting 
the creation of an environment to produce cohesion. It 
would seem difficult to identify particular projective 
influence mechanisms regarding this variable so it is 
suggested that this variable would be perceived as 
instrumental in nature. Interaction facilitation would 
tend to be implied and transformational leadership would 
probably result. The present author felt there would be a 
high affective component to the variable in terms of the 
followers' mental functioning although in the discussions 
referred to on Page 88, many subjects did not agree with 
this view. 
5.5.4 Variable four (Individual transformation). 
"The leader encouraged initiative in each patrol member. " 
This would seem to be a highly relationship oriented 
control mechanism indicating the structuring of an 
environment to enable followers to develop on an individual 
level thus producing transformation. It is interesting to 
note that a small sample of subjects rated this as a 
balanced cognitive and affective variable on the part of 
the leader but indicated that they thought this control 
element would affect follower behaviour quite 
significantly. The initiating, support and information 
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aspects of the Adair functions would seem relevant to this 
variable. 
5.5.5 Variable five (Verbal feedback implementation). 
"The leader listened to suggestions from other members of 
the patrol and sometimes put them into operation. " 
This would seem to have a significant NVC component and to 
combine both task and individual aspects of the Adair (1) 
model. It would seem to have an input in the planning 
process and be involved with information flow. As such, it 
would seem to be cognitively loaded on the part of the 
leader but would probably produce some affective change on 
the part of the followers with its implied value judgement 
of the usefulness of the follower contribution. It is 
thought that the result of this variable would tend to be 
transformational. 
5.5.6 Variable six (Overt transformation). 
"The leader 'needled' some patrol members to encourage 
greater effort. " 
This is the first of the variables to imply operation in 
the area of Fiedler's Position Power situational 
determinant. The leader-followers interaction is basically 
on an individual level, implying task oriented attitudes 
being displayed by the leader. The LBDQ, however, shows 
this as a relationship variable on the basis that it is the 
individual follower who is being affected and this 
highlights the difficulty in trying to structure variables 
which are uniquely task or relationship oriented. Variable 
six is thought to be instrumental in terms of leader 
functioning and to be operating on a subconscious level 
producing affective change on the part of the followers and 
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in so doing is thought to be transformational. 
5.5.7 Variable seven (Authority under-achievement). 
"The leader let some patrol members take advantage of him. " 
This variable represents excessive consideration and 
implies a high NVC content operating at the individual 
level. It represents a lack of control and as such is 
indicative of operation in the area of Position Power. It 
is difficult to allocate variable seven to the 
Hersey-Blanchard model in any quadrant other than that of 
low-task/low-relationship behaviour, implying that the 
leader is subject to control rather than exercising control 
himself. It is difficult also to assign the likely effect 
of this variable. However, it is probable that if certain 
followers are themselves exercising control, then they will 
be acting as 'transformed' or developed individuals, 
whether or not that effort is towards the specified group 
objective. It could be said also, that both leaders and 
followers may tend to adhere to specified roles and thus it 
could be said that transactional leadership would result. 
Thus variable seven could be said to be part transactional 
and part transformational. In terms of the Bowers-Seashore 
model, the variable is allocated to the work facilitation 
dimension on the basis that a delegation process is 
involved and this facilitates group effort toward the 
objective. Here we become conscious of the difficulty in 
obtaining unique assignments for these variables. However, 
we are dealing with an exploratory situation to develop a 
methodology and it has to be remembered that this is only a 
preliminary assignment. 
5.5.8 Variable eight (Follower equality and value). 
"Although the leader had obvious rank superiority, he 
Page 103 
treated all patrol members as his equals. " 
Once again this is primarily a relationship oriented 
variable operating at the individual level in terms of 
manipulation of control, position power and support. It is 
difficult to assign to the Hersey-Blanchard model but it 
would seem instrumental in nature and would probably 
operate as a transactional mechanism encouraging 
individuals to perform up to the limits of their role 
specification but not in excess of the basic requirements. 
5.5.9 Variable nine (Transformational communication). 
"The leader was a very persuasive talker. " 
This communication variable tends to be associated with all 
three areas of need of the Adair model including task 
although in the base model it is proposed as purely 
relationship oriented. From the pilot studies on 
observation, the way in which a leader briefs his followers 
at the start of an episode seems to influence the success 
of that episode quite considerably. In terms of Fiedler's 
model, Leader-Member Relations and Position Power seem to 
be involved and the Hersey-Blanchard model would classify 
this variable as indicative of high-relationship/high task 
behaviour. Although the variable would at first sight seem 
to be projective, there is a significant instrumental 
content in that the leader is exhibiting behaviour, much of 
which will fall into the description of NVC. Goal emphasis 
would seem to be implied as the appropriate dimension of 
the Bowers-Seashore model. 
5.5.10 Variable ten (Inappropriate delegation). 
"The leader let some patrol members have authority he 
should have kept. " 
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This seems to relate to individual needs, position power, 
task structure, lack of control and perhaps a 
low-task/low-relationship behaviour mix. Delegation can be 
said to be transformational in nature, facilitating work by 
increasing input contributions from followers towards the 
corporate effort. It could be said to act as an 
instrumental variable by reducing the direct effect on the 
outcome of the situation of the leader's personal 
contribution, which in turn represents his projection of 
personal qualities into the episode. 
5.5.11 Variable eleven (Consideration of followers). 
"The leader was concerned about the personal welfare of the 
patrol members. " 
This is a prime variable in the base model having been 
developed from the consideration-initiating structure 
approach already considered. It is seen as operating at 
the individual level in the areas of support, leader-member 
relations and high relationship behaviour with implied low 
task behaviour although this last allocation is debatable. 
It was felt the variable was projective in nature but that 
it would promote transactional leadership rather than 
transformational as it would tend to focus attention on 
individual followers rather than task objectives. As such 
it could reduce motivation in some circumstances. 
5.5.12 Variable twelve (Team management). 
"The leader was good at coordinating the operation of the 
patrol. " 
This is seen to combine task and team aspects of the 
Adair(l)model although the base models would suggest that 
the variable is simply relationship oriented. It is 
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related to control and task structure, operating in the 
high-task areas of the Hersey-Blanchard model. It is 
suggested that transactional effects would occur as team 
operation although this could tend to reduce the 
possibility of individual transformation. The variable 
seems to combine both interaction facilitation and work 
facilitation. 
5.5.13 Variable thirteen (Positive follower concept). 
"The leader trusted the other patrol members to exercise 
good judgement. " 
This variable is not easily allocated to the Adair model 
but seems related to Fiedler's Leader-Member relations and 
the low-task dimensions of the Hersey-Banchard model. It 
is projective in that it suggests some aspect of the 
leader's make-up. It was felt that the variable would be 
both transformational and transactional although the 
discussions referred to on Page 88 suggest that subjects 
perceive the variable as highly transformational. 
5.5.14 Variable fourteen (Affective transformation). 
"The leader was good at inspiring enthusiasm. " 
This is a variable very much concerned with affect and 
morale management. It seems likely that a significant 
degree of NVC is involved, operating at a subconscious 
level and that the variable addresses both the individual 
and team needs of the Adair(l) model, operating in the 
areas of initiation, support and (in relation to Fieldler's 
model) Leader Member relations. High relationship 
behaviour seems involved producing transformation by 
projecton, undoubtedly with goal emphasis. 
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5.5.15 Variable fifteen (Instrumental justification). 
"Wherever possible, the leader explained the reasons for 
his orders. " 
This variable seems to be associated with attempting to 
justify the corporate action of the group being concerned 
with information and initiating on the Adair(2) model. It 
is essentially a relationship oriented variable for LBDQ, 
Fiedler. and the Hersey-Blanchard models and is suggested to 
produce transactional behaviour. It seems linked to 
support and work facilitation. 
5.5.16 Variable sixteen (Role integration projection). 
"The patrol leader inspired confidence. " 
This is the final 'relationship' variable in the LBDQ and 
inherently has a high NVC content. It seems to operate at 
the individual level with the followers and implies 
control, support and minimisation of uncertainty, largely 
on a subconscious level. Neither the Fiedler model nor the 
Hersey-Blanchard model address the notion of leader 
projection so it is difficult to allocate this variable 
with regard to these two models. It is, however, highly 
projective and is assumed to be transformational. It is 
allocated to the support area for the Bowers and Seashore 
model. 
5.5.17 Variable seventeen (Ambiguity management). 
"The leader made it clear what each patrol leader should 
do. " 
This is the first of the LBDQ task variables and in Adair's 
(1) terms is classified task and individual, characterised 
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by planning, initiating, controlling and information. Task 
structure is thus significant with high task oriented 
behaviour as regards the Hersey-Blanchard model. The 
variable is viewed as being instrumental and transactional 
in nature, involved with goal emphasis and work 
facilitation as opposed to individual triggering 
5.5.18 Variable eighteen (Decision making). 
"The leader made accurate decisions. " 
This is related to task, task structure and planning 
dimensions together with an element of evaluation of the 
episode. It seems projective in nature, 'facilitating 
work' but suggests transaction by virtue of the predictive 
accuracy implied. Cognitive functioning on the part of the 
leader is implied, operating mainly on a conscious level 
and producing cognitive changes on the part of the 
followers. 
5.5.19 Variable nineteen (Structural rigidity). 
"The leader stuck rigidly to the rules. " 
In some respects, this tends to promote the idea of a lack 
of confidence on the part of the leader in terms of 
tolerance of ambiguity and flexibility. Thus it could be 
said to be instrumental relating to the task, planning and 
controlling dimensions. 
It seems to imply high-task/low-relationship behaviour. 
The actual control mechanism could be said to be both 
instrumental and projective. For the present purposes 
however, it is assumed to be instrumental, producing 
transactional behaviour on the part of the followers. It 
is related to goal emphasis and work facilitation, and 
could produce a change in follower affect by minimising 
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uncertainty. 
5.5.20 Variable twenty (Modelling commitment). 
"The leader worked hard at making the exercise a success. " 
This task variable acts aa modelling influence and as such 
is likely to be perceived with a high NVC and subconscious 
component. The Adair(2) functions would be represented by 
actual behaviour during the episode such as initiating, 
controlling, supporting and evaluating. 
High-task/high-relationship behaviour is implied on the 
part of the Hersey-Blanchard model and the variable seems 
to be mainly instrumental in nature. On balance, it is 
felt that the modelling aspect is likely to increase role 
awareness and so would tend to be transactional in nature. 
Goal emphasis and work facilitation both seem to be 
involved. 
5.5.21 Variable twenty-one (Affective projection). 
"The leader made his attitudes clear to the followers. " 
This variable could be said to be a result of cognitive and 
instrumental functioning. On balance, it was felt that it 
was mainly cognitive in nature, being part of the leader's 
conscious structuring of his role perception. There seems 
to be a high degree of NVC in attitude projection and it 
may well be over simplistic to label this variable as 
'affective projection'. In this particular sense, the 
label 'affective' is however convenient because we are 
interested in how the leader feels about his job. We are 
not suggesting that attitudes are purely affective in 
nature! The nature of the environment under consideration 
would suggest that it is primarily task-related attitudes 
which would be presented by this control element. 
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However, the projective nature of the variable is clear and 
it was suggested that it would operate on a conscious level 
producing instrumental change on the part of the followers 
with transformational results. The subjects referred to 
on Page 88 suggested that this was a very highly 
transformational control variable. It seemed to be related 
to the initiating and information functions on the Adair(2) 
model with task structure and exercise of position power 
significant for Fiedler's model. The variable appears both 
projective and instrumental although on balance is 
projective nature is perhaps more significant. Both goal 
emphasis and work facilitation are implied but the clarity 
of attitudes would tend to reinforce role awareness and so 
the variable is initially seen as being transactional. 
5.5.22 Variable twenty-two (Autocratic decision making). 
"The leader made decisions without consulting patrol 
members. " 
This is task oriented and relates to planning, situational 
evaluation and information flow. It represents exercise of 
position power with high-task/low relationship behaviour. 
It is seen initially as instrumental and not 
transformational in nature. Goal emphasis seems to be 
implied. It is not however easy to codify the projective 
and conscious/subconscious aspects. 
5.5.23 Variable twenty-three (Instrumental Drive). 
"The leader was constantly pushing for greater effort. " 
This seems to represent predominantly instrumental 
functioning on the part of the leader albeit as a result of 
cognitive and affective processes. Task orientation is 
implied together with the initiating, controlling and 
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evaluating dimensions of the Adair(2) model. High task 
orientation together with exercise of position power and 
structure also seem relevant with instrumental mechanisms 
predominating. Goal emphasis is implied with both 
transactional and transformational results likely to occur, 
transformation being likely to predominate. It is likely 
that followers would perceive this aspect of the leader's 
operation on a conscious level producing an increased level 
of behaviour. 
5.5.24 Variable twenty-four (Predictive accuracy). 
"Things tended to turn out as the leader predicted they 
would. " 
Again a task dimension with planning featuring highly. 
Task structure is represented and the variable seems 
related to follower confidence in the leader's personal 
attributes. Thus it seems that a projective mechanism is 
implied related very much to the leader's cognitive 
processes in his perception of the task and possible 
outcomes. As a result of high predictive accuracy, it is 
suggested that follower transformation is likely to occur 
on the basis of reduced uncertainty which in turn would 
promote greater contributions on the part of the followers. 
Work facilitation is implied and it is probable that 
conscious attention would be likely to be paid to this 
aspect of the leader's behaviour. It follows that 
cognitive changes on the part of the followers may well 
predominate if the followers compare the leader's 
predictions with actual outcomes, that is they will be 
prone to giving increased thought to the task at hand. 
5.5.25 Variable twenty-five. (Authority excess). 
"The leader was heavy-handed and misused his authority. " 
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Originally this variable was classified by the LBDQ as 
purely task oriented. It relates very much to exercise of 
control and position power and would probably be 
characterised by high-task/low-relationship on the 
Hersey-Blanchard model. It seems to be projective as a 
result of cognitive functioning although this is not 
reflected in many of the subjects' perceptions (as per Page 
88). It is a complex variable in many respects but implies 
a negative value judgement with respect to the leader and 
as such could tend to be transactional in nature. Goal 
emphasis is implied and conscious perception of this aspect 
would probably result in some degree of discontent on the 
part of the followers. The changes would almost certainly 
tend to be in the area of instrumental rather than 
cognitive or affective. 
5.5.26 Variable twenty-six (Role assignment). 
"The leader assigned patrol members to particular tasks. " 
This would seem to be related to the leader's perception of 
the task and the deployment of resources for it to be 
accomplished. It would therefore appear to be loaded in 
the cognitive area of leader functioning. As such, the 
Adair(2) dimensions of planning, initiating and controlling 
would seem to be involved with operation at the individual 
level being probable with regard to the specific abilities 
of individual followers. Task structure and exercise of 
position power are both involved and the behaviour on the 
part of the leader is likely to be task oriented. It seems 
to be an instrumental variable reinforcing transactional 
behaviour and would imply goal emphasis and work 
facilitation. Conscious perception is likely to exist and 
instrumental changes produced on the part of the followers. 
Due to the high initiating structure aspect, it seems that 
transformational leadership could result as roles would be 
Page 112 
clearly defined and followers could find it easier to reach 
a higher level of performance. 
5.5.27 Variable twenty-seven (Leader role definition). 
"The leader made sure his job in the exercise was 
understood by all the other patrol members. " 
This implies that leader has a clearly defined concept of 
what he should be doing. It would seem thus that cognition 
is involved and this role perception transmitted as a 
projective mechanism. It is likely to be consciously 
perceived producing transformational behaviour and 
cognitive change on the part of the followers. It would 
seem to operate at the individual level related to 
initiating and information, together with task structure 
and position power. High task dimensions of the 
Hersey-Blanchard model seem involved and work facilitation 
is implied. 
5.5.28 Variable twenty-eight (Initiative suppression). 
"The leader was reluctant to allow the patrol members any 
freedom of action. " 
Again a task variable but with operation at the individual 
level. Preliminary assignment would suggest it reflects 
leader cognitive functioning although this is not born out 
in followers' perceptions. The notion of 'allowing' 
freedom of action would tend to be projective and the 
results of such control perceived consciously. "Freedom of 
action" implies instrumental functioning on the part of the 
followers with role adherence likely to be high resulting 
in transactional behaviour. In terms of Adair(2) the 
variable addresses the'control function together with task 
structure and position power as regards the Fiedler model. 
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Highly directive behaviour seems to be suggested with goal 
emphasis. 
5.5.29 Variable twenty-nine (Administrative effiency). 
"The leader was good at the organisation of the exercise. " 
This is a task variable which probably has a significant 
NVC component. It seems related to planning and control 
together with task structure and Leader-member relations. 
The latter is reflected in the value judgement of 'good' 
and would probably result in group and individual needs 
being satisfied on the part of the followers as well as 
task needs. Both projective and instrumental mechanisms 
are thus implied with transformation likely to result. 
Work facilitation is also implied. The variable suggests 
effective cognitive functioning on the part of the leader 
with a significant subconscious transmission effect. It is 
felt that followers would tend to be subject to 
modification of affect. 
5.5.30 Variable thirty (Initiating structure). 
"The leader could have reduced a 'madhouse' to calm and 
order". 
This task variable is related to planning, initiating and 
controlling with Fiedler's Task Structure quite apparent. 
It could be said to be both projective and instrumental in 
nature resulting in transactional behaviour due to the 
minimization of uncertainty and presumed restriction on 
follower behaviour. Goal Emphasis and Work Facilitation 
are implied. It would seem that NVC could be involved with 
regard to the projection of the ability to create structure 
and could be both conscious and. subconscious. Cognition 
seems involved as the major likely change on the part of 
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the followers. 
5.5.31 Variable thirty-one (Follower fit). 
"The leader could sort out problems and make it satisfying 
to be a member of the platoon". 
This is related to task, team and individual needs with 
regard to Adair(l). There is both projective and 
instrumental functioning involved although the variable 
would seem primarily projective. It probably represents 
leader cognitive functioning although the subsequent data 
does not support this view. Both Leader-Member Relations 
and Task Structure are involved and the Hersey-Blanchard 
High Task/High Relationship style seems appropriate to this 
variable. Interaction Facilitation, Support and Work 
Facilitation seem involved with transformation resulting. 
Much of the influence would probably be on a subconscious 
level with a change of affect being produced on the part of 
the followers. 
5.5.32 Variable thirty-two (Leader value). 
"The leader was good at his job". 
This variable has undoubtedly a significant NVC component 
and would suggest operation in all areas of Adair(l) and 
Adair(2). A value judgement of the leader's ability is 
implied hence Leader-Member Relations is involved. On 
balance, it was felt that the High-Task/High Relationship 
aspect of the Hersey-Blanchard model was relevant although 
this presupposes that active leadership in both task and 
relationship domains is always the most appropriate. 
Hersey and Blanchard would disagree with this assertion as 
a fundamental point in their 'Life Cycle Model' is that the 
mix of task and relationship behaviour varies according to 
the needs of the particular situation. The variable seems 
projective in nature and it is assumed that transformation 
Page 115 
would result. It would seem that all four Bowers-Seashore 
dimensions would be involved. The value judgement of 
'good' is most likely a conscious perception of leader 
cognition which would produce cognitive changes on the part 
of the followers. 
5.5.33 Variable thirty-three (Vertical communication 
promotion) 
"The leader was friendly and easy to talk to". 
This is the first of the Zone B variables derived from the 
Bowers-Seashore model and is, it is suggested, relationship 
oriented with a significant NVC component. The individual 
needs aspect of the Adair model(l) seems involved as with 
variable one and both Support and Information of Adair(2) 
are relevant. It would seem that both quadrants of the 
Hersey-Blanchard model which are high relationship are the 
most relevant and that the variable is projective in 
nature, producing transformational results. A considerable 
degree of affective functioning is probably involved and 
this is supported the followers perceptions as mentioned on 
Page 88. Perception of the leader could well be loaded 
subconsciously with regard to this variable and it is coded 
as Support with regard to the base model. 
5.5.34 Variable thirty-four (Communication monitoring). 
"The leader listened to what patrol members said". 
This seems to be loaded in terms of relationship 
orientation. Operation at the individual level is involved 
with evaluation and-Leader-Member Relations included. As 
the variable is relationship oriented, the two 
High-Relationship quadrants of the Hersey-Blanchard model 
seem relevant and both, instrumental and projective 
mechanisms seem involved. Transformation could well occur 
if followers are encouraged to communicate and the 
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variable is coded support on the base model. Cognition on 
the part of both the leader and the followers would seem 
involved and on balance, it was felt that the variable is 
probably instrumental in as much as the leader operation 
involves the act of 'listening'. His behaviour would be 
likely to be perceived consciously. 
5.5.35 Variable thirty-five (Task facilitation). 
"The leader helped patrol members with equipment problems". 
This is related to task, individual and support mechanisms 
and in Fiedler's terms operates in both the Leader-Member 
Relations and Task Structure domains. High-Task/High 
Relationship behaviour would seem involved and basically an 
instrumental control mechanism would seem implied. 
Transformation is likely to result and Work Facilitation 
seems involved with regard to the base model. It is 
arguable that as Support is included with regard to the 
Adair(2) model, then it should be included with regard to 
the Bowers-Seashore model. However, base models should 
code variables uniquely to particular dimensions and with 
regard to Bowers-Seashore, the support dimension relates to 
socio-emotional support for the followers whereas the 
Adair(2) model implies total support including task 
aspects. It would seem that the variable is essentially 
instrumental in nature with conscious perception on the 
part of the followers. Cognitive changes would be likely 
to occur with regard to the followers resulting in 
transactional leadership. 
5.5.36 Variable thirty-six (Follower worth). 
"The leader was considerate to the other patrol members" 
This is relationship oriented at the individual level with 
implied NVC. Support and Information seem likely with 
Leader-Member Relations involved. Both 
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High-Task/High-Relationship and Low-Task/Low Relationship 
behaviour seem involved with the variable appearing 
projective. Both transactional and transformational 
results would probably occur, transformational aspects 
being slightly more probable. Support is relevant for 
Bowers-Seashore. Leader and follower affect would seem 
involved with, it is suggested, subconscious perception on 
the part of the folowers. 
5.5.37 Variable thirty-seven (Task transformation). 
"The leader encouraged each member of the patrol to give 
his best effort". 
This appears to be both task and relationship oriented with 
a mixture of task and individual needs involved. 
Controlling, Supporting and Evaluation are involved with 
Leader-Member Relations appearing significant. 
High-Task/High-Relationship behaviour with regard to the 
Hersey-Blanchard model seems involved and the variable 
would appear instrumental rather than projective. It is 
felt it would be transformational and would have a 
significant subconscious component. It is probably 
affective in origin, operating instrumentally and producing 
affective change on the part of the followers. 
5.5.38 Variable thirty-eight (Task demand level). 
"The leader demanded a high standard of performance". 
This is essentially task oriented with Control and 
Evaluation appearing important for the Adair(2) model. 
Both Task Structure and Position Power are represented with 
both High-Task quadrants of the Hersey-Blanchard model 
being involved. It would seem the variable is both 
projective and instrumental, the latter being perhaps more 
significant. The results could be transactional or 
transformational, on balance transformational results 
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perhaps being slightly more likely to occur. It seems that 
leader functioning would probably be cognitively loaded 
with conscious perception by the followers. Goal Emphasis 
is implied with both instrumental and cognitive change 
being likely to occur on the part of the followers. 
5.5.39 Variable thirty-nine (Transformational modelling). 
"The leader set a good example by working hard himself". 
This is task oriented with significant NVC and would tend 
to influence at the individual level. Initiating seems 
involved at the Adair(1) level with Leader-Member Relations 
and Task Structure being involved, characterised by leader 
involvement with both projective and instrumental control 
mechanisms operating. On balance projection was chosen as 
the more likely dimension for this variable. Transactional 
follower behaviour is likely although the transactional 
component is also very significant. Goal Emphasis is 
implied. It would seem that the variable is instrumental 
from the viewpoint of leader functioning with a significant 
subconscious element in terms of influence. Change of 
affect would probably occur on the part of the followers. 
5.5.40 Variable forty (Transformational structuring). 
"The leader encouraged each patrol member to show 
initiative". 
This seems involved with the notion of creating a climate 
whereby followers can be developed towards (in Maslow's 
terms) self-actualization. It is relationship oriented 
with significant NVC and would tend to operate at the 
individual level. Supporting and Leader-Member Relations 
both seem involved as would be both High-Relationship 
quadrants of the Hersey-Blanchard model. It seems to be a 
projective mechanism although the followers perceptions 
did not support this view. Bowers and Seashore classify 
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this variable as Goal Emphasis although the present author 
feels that this variable is much more complicated and is in 
reality distributed over all four dimensions of the base 
model. Leader cognition is probably the most significant 
area with a probable high subconscious mechanism of 
transmission. Instrumental follower change would probably 
result with transformation. 
5.5.41 Väriable forty-one (Task modelling). 
"The leader showed individual patrol members how to do 
their jobs better". 
This variable would appear task related at the individual 
level with Controlling, Supporting, Informing and 
Evaluating being relevant. It seems to incorporate both 
Leader Member Relations and Task Structure with 
High-Task/High-Relationship behaviour as regards the 
Hersey-Blanchard model. It would seem primarily 
instrumental in transmission, resulting from leader 
cognition and it is suggested that it is transformational. 
Work Facilitation is implied and this is the category 
quoted in the base model. However, it could be said once 
again, that Support is involved so it needs to be restated 
that Support with regard to the Bowers-Seashore model is 
socio-economic rather than total. The followers would be 
primarily conscious of this task modelling which could 
produce change in all three areas of follower functioning, 
cognitive being chosen as the most significant. 
5.5.42 Variable forty-two (Communication of task 
structure). 
"The leader made everybody's job easier by good planning 
and clear instructions". 
This is task related and would contain NVC as part of the 
overall communication process. It would again operate in 
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all three areas of the Adair(l) model with Planning, 
Initiating, Controlling and Information being involved with 
regard to Adair(2). Fiedler's model would code the 
variable as Task Structure and the Hersey-Blanchard 
classification would be mainly in the High-Task/High 
Relationship quadrants. The variable could be seen as both 
projective and instrumental although the communication 
process tends to be primarily projective in nature. It is 
felt that the variable would actually be transactional in 
nature by reinforcing role definition. Work facilitation 
is the relevant base model classification. Leader 
cognition is obviously involved, together with a conscious 
perceptual process producing change in follower cognition. 
5.5.43 Variable forty-three (Cohesion facilitation). 
"The leader was good at making the patrol members work as a 
team". 
This would seem relationship oriented with the team needs 
of Adair(l) being met through Controlling and Supporting. 
Fiedler's dimensions are represented by Leader Member 
Relations and Task Structure with 
High-Task/High-Relationship behaviour seeming appropriate. 
The variable would seem instrumental in nature with 
balanced transaction and transformation being the result. 
The synergistic effect of the production of 'the team' 
would however suggest that variable would be 
transformational. Interaction Facilitation is the relevant 
dimension of the base model. Leader affect regarding 
empathy could well be involved with much of the influence 
being on a subconscious level. Changes in follower affect 
would probably result. 
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5.5.44 Variable forty-four (Active interaction 
facilitation). 
"The leader encouraged members of the platoon to exchange 
ideas directly with each other". 
This is relationship oriented operating at the team level 
with NVC as a result of the communication process. 
Controlling, Supporting and Information seem involved 
together with Leader Member Relations and Position Power. 
Both High-Relationship quadrants of the Hersey-Blanchard 
model would seem appropriate with the variable appearing 
projective at first sight. Transformation would probably 
result and with regard to the base model, Interaction 
Facilitation is obviously appropriate. It is likely that 
subconscious mechanisms are at play with regard to this 
variable resulting from leader affect and producing changes 
in follower affect. 
5.6 The universe of variables -a summary. 
It became clear that each variable was a complex control 
element, containing much more meaning than the simple 
task-relationship interpretation as suggested by, for 
example, the LBDQ. It was decided that it was not 
practical to try to assign specific classification profiles 
based on the map of figure 17. Instead, the idea of trying 
to assess the nature of each variable was based on a 
descriptive approach rather than attempting to be 
completely specific was used. The basic linear control 
system model assumes some sort of input, a process and a 
resulting output as shown overleaf in figure 19. 
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ACTION 
SYSTEM 
PROCESS 
fig-19 System process 
OUTPUT 
REACTIO 
To summarize, it is a natural progression to consider each 
variable or control element in terms of action and 
associated reaction that is, in terms of cause and effect. 
Throughout the psychological and psychiatric literature, 
the tripartite model of cognitive, affective and 
psychomotor (or instrumental) appears repeatedly and this 
seemed a suitable point from which to start attempting to 
identify aspects of each variable. As was seen in section 
5.1.3 we can consider each variable in terms of its 
probable functioning on the part of the leader (cognitive, 
affective or instrumental); in terms of the mode of control 
(projective or instrumental); influence mechanism 
(conscious or subconscious); change produced on the part of 
the followers (cognitive, affective or instrumental) and 
the probable effect in terms of transformational or 
transactional leadership. 
Table 5 shows the variable titles adopted for the SSA and 
NSA investigations. 
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TABLE 5 THE UNIVERSE OF VARIABLES 
Var No Title 
1 Minimal Distance 
2 Cohesion Promotion 
3 Cohesion Facilitation 
4 Individ. Transformation 
5 Verbal Fb. Implementation 
6 Overt Transformation 
7 Auth. Under Achievement 
8 Follower Equ. and Value 
9 Transfml. Communication 
10 Inappropriate Delegation 
11 Follower Consideration 
12 Team Management 
13 Positive Follwr. Concept 
14 Affective Transformation 
15 Instr. Justification 
16 Role Integrn. Projection 
17 Ambiguity Management 
18 Decision Making 
19 Structural Rigidity 
20 Modelling Commitment 
21 Affective Projection 
22 Autocratic decsn. making 
23 Instrumental Drive 
24 Predictive Accuracy 
25 Authority Excess 
26 Role Assignment 
27 Leader Role Definition 
28 Initiative Suppression 
29 Admin. Efficiency 
30 Initiating Structure 
31 Follower Fit 
32 Leader Value 
33 Vertical Commn Promotion 
34 Communication Monitoring 
35 Task Facilitation 
36 Follower Worth 
37 Task Transformation 
38 Task Demand Level 
39 Transfmnal. Modelling 
40 Transfmnal. Structuring 
41 Task Modelling 
42 Commn of Task Structure 
43 Team Coordination 
44 Active Intern. Faciln. 
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LEGEND FOR CHAPTER FIVE. 
Page 94 R is used to identify 
reconnaissance patrol episodes. 
Page 94 S is used to identify 
standing patrol episodes. 
Page 94 F is used to identify fighting 
patrol episodes. 
Page 94 tl or Tl represents time slot of 
first set of R, S and F 
patrol episodes. 
Page 94 t2 or T2 represents time slot of 
second set of R, S and F 
patrol episodes. 
Page 95 MSA is a multidimensional scaling 
technique which can enable a 
typology of subjects to be obtained 
according to their scores obtained 
during the card sort process. 
Page 95 Variables can be 'described'according 
to the five components shown in the 
map of fig. 17 on Page 87. 
Component 1 (leader functioning) can 
be affective, cognitive or instrumental 
(A, C or I). 
Component 2 can be projective or 
instrumental (P or I). 
Component 3 can be 'conscious' 
or 'subconscious'. (See Page 86) 
Component 4 (follower functioning) 
can be affective, cognitive or 
instrumental 
(A, C or I). 
Component 5 can be transformational 
(F) or transactional (A). 
Page 96 VAM is the Variable Assignment Matrix 
which allocates variables to individual 
leadership models. 
Page 96 VAN Zone A is the subset of the VAM 
which was derived from the Leader 
Behaviour Description Questionnaire 
VAM Zone B is the subset of the VAM 
which was derived from 
the Bowers-Seashore Model. 
Page 97 Hersey-Blanchard T-R mix represents 
a mix of task and relationship behaviour 
Page 98 Total Universe of the VAM is the entire 
set of 44 variables of the Leader 
Behaviour Influence Mechanism instrument. 
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CHAPTER SIX 
Results 
6.1 Structure of data. 
The 44 variable leader behaviour-influence instrument was 
thus constructed such that each variable could be described 
in terms of five components as in section 5.1.3. The 
instrument was then used to investigate the operation of 18 
leaders in 18 separate patrol episodes during a simulated 
combat situation. The episodes took place over 3 separate 
weeks with 2 examples of each of 3 types of episode 
occuring during each of the 3 weeks. A time separation of 
approximately 24 hours existed between the 2 samples of the 
same type of patrol. Thus it was possible to administer 
the instrument as outlined in Chapter 5 to investigate the 
following areas: - 
1. Grouping of variables according to leader 
perception 
2. Grouping of variables according to follower 
perception 
3. Grouping of variables according to all 
participants ignoring role 
4. Grouping of variables based on 
episode type (R, S, F). 
(Open out legend on Page 140). 
5. Grouping of variables based on 
two time slices (tl and t2) 
Furthermore, it was decided to investigate grouping of 
individuals over the full variable set as follows: 
1. Grouping of individuals as leaders 
2. Grouping of individuals as followers 
3. Grouping of individuals ignoring role 
Thus a total data matrix for perception of the 44 variables 
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was obtained over episodes which were as follows: 
Title of episode Code 
Week One(T1) Reconnaissance Patrol One 1RP1 
Standing Patrol One 1SP1 
Fighting Patrol One 1FP1 
Week One(T2) Reconnaissance Patrol Two 1RP2 
Standing Patrol Two 1SP2 
Fighting Patrol Two 1FP2 
Week Two(T1) Reconnaissance Patrol One 2RP1 
Standing Patrol One 2SP1 
Fighting Patrol One 2FP1 
Week Two(T2) Reconnaissance Patrol Two 2RP2 
Standing Patrol Two 2SP2 
Fighting Patrol Two 2FP2 
Week Three(TI) Reconnaissance Patrol One 3RP1 
Standing Patrol One 3SP1 
Fighting Patrol One 3FP1 
Week Three(T2) Reconnaissance Patrol Two 3RP2 
Standing Patrol Two 3SP2 
Fighting Patrol Two 3FP2 
The data matrix for leaders was obtained as in Appendix K 
and for followers as in Appendix L. Each subject was given 
a unique identifying number (absolute subject number) 
together with a sequential identifier for the purposes of 
each matrix. Scores were obtained on the classification 
scale 0 to 4 as discussed in Chapter 5. 
The two data matrices were combined to form a total 
perception matrix, ignoring role, for the purposes of 
serials 3 on page 126. 
The data was then organised into sub-matrices for the 
purposes of SSA and MSA analyses. Figure 20 overleaf shows 
Page 127 
the structure. 
Legend fig. 20 Structure of data 
1. SSA analyses 
LBIM =Leader behaviour-influence matrix 
1st suffix ', ', '=Reconnaissance 
1st suffix S=Standing 
1st suffix F=Fighting 
1st suffix T1=Tire slice 1 
1st suffix T2=Time slice 2 
2nd suffix L=Leader 
2nd suffix F=Follower 
2. MSA analyses 
LBIML. MSA =MSA of Leader perception 
LBIMF.. 1SA =MSA of Follower perception 
LBIM, T. IMSA =: 41SA of Total population perception 
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TOTAL FOLLOWER DATA TOTAL LEAD-: DATA 
6.2 Preliminary analysis. 
Before embarking on the analyses of the submatrices for the 
various types of episode, it was decided to carry out a 
preliminary SSA on both the leader and the follower 
matrices to investigate the extent to which variables 
correlated with each other. The ultimate aim was to 
identify which variables were perceived in a similar 
fashion to see the extent to which clustering occurred. 
Thus the leader matrix of Appendix K, the follower matrix 
of Appendix L and the total matrix of Appendices K and L 
combined were subjected to SSA analyses. Table 6 shows 
the triangular matrix which resulted from the follower 
data. Each variable is correlated with each of the other 
variables in the total universe of 44. It should be noted 
that the actual computer printout displays the diagonal 
e. g. V23 correlated with V23 as 0 but for purposes of 
clarity with regard to the present study the diagonal is 
shown as a set of unity values. 
It can be seen from table 6 that there is a substantial 
number of variables which do not seem to relate to each 
other as regards perception by the followers. A similar 
feature was noted with regard to the leader data and, of 
course. the total data which was heavily influenced by the 
follower component. Using table 6 as an example, we can 
see that several variables do not seem to be related. 
Examples are variable 6 and variable 1 and also variable 17 
and variable 18. Furthermore, several variables appear to 
display mildly negative correlations with almost all the 
other variables. Examples are variable 19 and variable 28. 
It ; must be said that the maximum negative correlation is 
-0.43 (variable 25/39) and it became apparent that perhaps 
the true picture of relationships between the variables was 
distorted by a number of variables which did not bear much 
relation to the other variables in the initial universe. 
In fact, a major assumption in the underlying theory of the 
Guttman-Lingoes analysis is that the variables in a given 
data matrix will all have correlations which are zero or 
Page 129 
ä O. 
ýod 
J oa 
N 
oV U, 
J 
O"nN 
"-. O O 
0NNJ 
Page 130 
ONA N 
ýppp 
Onmý1N 
ý O""1 N"11J 
. +0000 
V1 
. +00000 
. +000000 
n 
ÖwOiri« - 
env 
"-. 0000000 
'a 000NNHJJN 
" "-"00000000 
d"". rNdNMd""1 N9 
. -"000000000 
J^ OdU. +Ndd. ýSS$ 
. ý0000O00000 
O. n """dNOJ""1NVOi"Od 
.y00000000000 
0«, «, 01I Nan ".. i 01.09 U, 9 N OJ9Nd. ýOMMO"f1JN 
". "000000000000 
09049 mU, CVO"-". p Nf O"n. 
OJJJ. "1N 9O4"ý'+ot4J 
*OOOO0OOOOO0O0 
' OOdnMmn S"OPnd. nrh 
O On1""'1N NNP1ý"""1 ""N NNN 
. w0 OOOOOOOOOOOOO 
Ore n m0U, M1Af 09010.0 IS- -" 
P OMNI VINNNJe'1 "ß"U, 9*JJN 
ýOOOOOOOOOOOOOOO 
mON 
019«101 IS 0""O 1% 9NN N1* 01 
O r. ti OO1NN0*00a, IN0o1N. ý 
.ýOOOOOOOOOOOOOOOO 
0990.4 0IS.. 09 JO. O NSN 
n 0*U, ** 9***OON"-rN-P1N0 
ýOOOOOOOOOOOOOOOOO 
O. n""1 .r in .w ADO. -" 0101494«1«1 U, 401% 
"O 000"'1NNý. ". "NNP400U, «O*O 
"y000000000000000000 
NO 
öööööö . -"O 
N NO. I "-"of ööööööööööööö. 
"J*1d0. r ""fo0 
ý 
oß"'101 J. 
"C«"001*«11% 
01304 
C 
. 
e"S 
N ONtiNOdNN1J Al N Ni nO NN OJ M"ý 
"""""""""""""""""""" 
"00000000000000000000 
O"4n n 0"J"-I. -4 m0*Y1J"Ont 0.0. +4.00301 
N 
O«4*. 40 eON 0 N... NO"ti 5400 N 0100 
.......... "........ ".. 
.rOOOOOOOOOOOOOOOOOOOOO 
O*" 
******* 
1ý 0«50.9--030.. "ONN 
N 00ý. '1n'"O HO. +"'nNMMO N"w "ý""ti N"'10.1 
N 
". +O OOOOO00OOO0OO0O0O0OOO 
O0M00*N0Jm"""O ý"000m«OPNJ00* 
00"100^. NON^"N. "". y000NP10 "ýN. ýNý 
N*OOOOOOOOOOOOOOOOOOOOOOO 
0999. "9001 $499 N- PU, 0140" IS U, o U, P4011 
p ONOOJNMN. ti "n . rN V". n N. +ý+N Odd. ýi S"+ 
.H 000000000000000000000000 
er «, 90. Nn W"DO. O.. 4 N*A109NOmn J1%"DOJ 
p. 9-"00. "O "+0000 
.9 . 
999999 
- 
.. OOO0O00OOO0O0OOOOOOO0OOOO 
m 00 U,. *P44N. 
4. 
yPJ 0111.48 to IS NJ. ti0U, JON, Jß"1 
- 
. -"O OOOOOOO0OO0OO00OOOOOOOOOO 
OJmn"C" U, J... NJO"m"OP OU, 001*1% 
30Sn 
Af01* 
On*U, 0100 N. "d NN U, ý"P4n NN fl U,. 4* Nl"9 "x«445 1 
OON. IU, I9.1U, 3hi-- N O"'1. r U, 9*00- Nß+1 030" 01 
9O NJý"At NNf". ý4«4 . +JJ"n Vt d«NNJO151ý"1 JN 
- 
. -"O 000OOOOOOOOOOOOOOOOO0O0 00 OO 
ONmmýI1 IS N"". TJ0 NO". ým90190194'* NN nl nJM mO 
01 O4N. -"ON. +3O N. ý. r*. nN Ndd9JNJN"r U, NN"MAt At 
"r 00000000000000000000000000000 
09919«O145U, P10100 in 1% 01.1 N 0104. r4*«, -4N4"Cmn 
d 044019. -"N^"NON. +"n0"ti P" 4014 U, S N U, * ON 01«, «, 4U, ' 
.+OOOOOOOOOOOOOOOOOOOOOOOOOO0OO0 
s1 Ou1 JN«441.4 1. ý n_U, of NO.. l U, 9019 N4415OJJ. 44«4 
~. C; 
000OO000OO0OOOOOOOOOOOOO0O0OOO 
Onwtin.. n"OS. "NO1At. yWU"nm. ýON9"n J"+"O .. '"15"1"150*1% 
N OJM14NN M. """te" -. y U1 NN NNJ N WYS N AI NN N0U, ffl. + 0JN 
*OOOOOOOOOOO0OOOOOOOOOOOOOOOOOOO0 
Omm IS 001*NNU, J 010101«, OU1 U, NP1019«, n"n 091%IS 115 VN"DO" 
0011'1. "11"'19 MfgNMN1.1 "x"1"'1 N ""NOMNPI. "1d 0111.11. 
..., ..... ~*OOO0OO0OO0OOOOOOOOOOOOOOOOOOOOOOO 
O ON000. +*00001000*": 9 O99 N ONOOONNý"ýN"wNN 
~OOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOO0O 
00.9 NIA 400.. 449 X0140«, . 03301 *e. 14901 N Jn 01409. x" IS 
P O-". n*.. l! 
. . 
9119191111991 9 001 NNN. "ONU, ONN 
r+ OOOOOOOOOOOOOOOOOOOOOOOOO 0000000000 
OdýmON.. in. "Od m"n . +4 "oi 0"ß^"n. IS 
01 
=N-4, =043M 
O. rNJ. "U, Mlnf U, NN"-.. +ON i. t ý". +N0. +"+ V1N"tiJN 
.yOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOO 
99 l! 0. X000"-"". ý. +. +"ti. "NýO"+00. ". +O 15+00001«+"-ýO. +9 . ". ý19 
".. 000OOOOOOO0OOO0OOOO0OOOOOOOOO00OOOO0O 
"O 0459e1 N000 N. -"*O.. 9N9 a10 
. 
1i 
.9............ 
N 010".. 
. -"O OOOOOOOOOOOOOOO C"? OOOOOOOOC 'T QOOC .TOOOOO 
OU, I. +mwt"0010109044"C"OOAtNn. +"-"m01%. +SJMýV1P4NJ"OMtiO"NNN 
"' 0*04 NN 45«, IS 99 U, -NH NrHt"1NNnn"--Ot«4IS 1i NNNno«" IS Ni4N 
. ti OOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOO 00 OO 
O 1%_. N%O O. +JSU, U, ONJUYw14NO09IS49SP-1NONmmQ O. "OO1JJ. ýn 
J OJ 19 1NNJ MI JM! J "ýTNNNNNON«1 P4* JAINQ"Q "}Y1 J 1.1 rn 1+1 J1 t'"1J ý1J 
ýOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOO 
0. +. ""O. +OJdýnOnA1m. "m Omý. ýdmm1I1%SNmJNY1N «1015.0014 wt"D "O 
U, 09. O OJ At'. JJ"ýýJhMJ. +ýON. ýnNýN. +iýJW01344"10JSnNYt 011 
"... "........ "............ ""........... "" 
"+ OOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOOO 100 
N Oh1+f1.0NN. 
JiONJN1J 
ý'1"ý1N$0. '10 ""O. n "-"ýNNdNdnnMNNNO J"ýNd"RN 
""""""""""""""""""""""""""""""""""""""""""" 
ý000000000000000000000000000000000000000000 
OUOnn. -"Nm0.00"NNNJ 01%P-9^9.0O.. JNPNSNO". $npOm 4.. 154.1 U, 4JN"C 
."O. nNJU, OOJONJ 114'i 
... . 
1: 
. 
'i 
. 
nnOnN1". 151'41 
..... 
4001. +01 "nn 
.y 00p0000000000000000000000000000000000000000 
En 
E- 
U 
Cu 
Cz., 
O 
U 
F7 
L-, 
O 
CLý 
O 
U 
H 
H 
Rý+ 
O 
C4 
Ce HNPfjND1ýCCTO NNMdýjNmýNNNNNNNNNNfýýI 
Al m A11ý11ý11ý11,1Mäs 
7N """"""" NN1NN1N1N11NN1NNNNNY 1114441111 07. 
r 
1 
VA 
above, i. e. the correlation matrix for the SSA should have a 
positive manifold. Our universe by the nature of its eclectic 
composition is inherently non-heterogeneous in nature with a 
significant number of negative correlations. A number of 
approaches to the problem of satisfying the constraint of the 
manifold-condition were considered. A manual technique was 
first explored and this consisted of summing the positive and 
negative correlations and removing the variables, one at a 
time, which had the poorest fit. This proved extremely time 
consuming and it was difficult to decide upon the criteria for 
exclusion. Was it the total of negative correlations or the 
incidence of negative correlation? It was decided that a 
computer based techique was required together with a set of 
matrix descriptors to monitor the effect of the exclusion 
process on the matrix. 
Hammond (1984) has produced a programme adapting some 
psychometric techniques to the problem of assessing the 
properties of a given data matrix and eliminating the 
variables which have negative correlations. It should be 
emphasised that we are looking for grouping and clustering of 
variables and hence essentially positive correlations. Under 
normal circumstances substantial negative correlations would 
of course be important in identifying those variables which 
are perhaps 'in opposition'. However, the situation here is 
that we are seeking to satisfy the Guttman-Lingoes criterion 
and so it is in order to eliminate the negative correlations 
in order to examine the grouping of variables. The aspect of 
negative variable correlations is reconsidered in chapters 
eight and nine. Hammond's programme reads the correlation 
matrix and calculates a number of statistics: 
1. Average correlation coefficient 
2. Standard deviation of correlation coefficients 
3. Maximum correlation coefficient 
4. Minimum correlation coefficient 
5. An estimate of Cronbach's alpha coefficient 
of internal consistency 
An iterative process was then used to delete the variables 
that had the poorest fit with the domain defined by the 
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remaining variables. At each iteration, the pair of 
variables which produced the smallest correlation were 
examined and the variable which had the least co-relation 
with the others was deleted. 
The effect on the matrix parameters above was assessed 
using a graphical method. The initial reduction process 
involved reducing each matrix to a level where although all 
the correlations were positive, a very parsimonious set of 
influence variables remained. Thus each reduction process 
was examined as in figure 21 below. The reduction data for 
the leader and follower data matrices is shown in figures 
21 and 22 respectively. It is the area around the cross 
over from the minimum negative correlation being negative 
to it becoming positive which determines the extent of the 
reduction process. We can see in both figures 21 and 22 
that Cronbach's alpha increases slightly and then falls 
several iterations after the minimum correlation crossover. 
To maximise the number of remaining variables it was 
decided to use the iteration which caused the crossover 
point for minimum correlation as the final reduction. 
fig. 21 Leader data matrix reduction 
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fig. 22 Follower data matrix reduction 
One of the principal aims of this study was to assess the 
applicability of various leadership models to practical 
situations and to look for commonality of leader influence 
perceptions on a functional basis and a temporal basis. It 
seems that most leadership models attempt to represent 
the processes in the form of distinct domains, for example 
the Bowers-Seashore four factor model and the Adair Three 
Circles approach. Thus it was decided to examine the data 
using a common dimensional framework. The SSA based on the 
Guttman-Lingoes theory attempts to fit data to a 
mathematical model and quantifies the closeness of fit 
using two parameters: Kruskal's Stress and the 
Guttman-Lingoes coefficient of alienation. The programme 
attempts to find firstly a one dimensional solution (linear 
plot) to represent the data, then a two dimensional plot 
and so forth until sufficient dimensions exist to enable an 
acceptable degree of fit to be achieved. The problem is, 
of course, that the greater the number of dimensions, the 
more difficult it is to visualize the relationships between 
variables in other than a very abstract way. Insufficient 
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dimensions means that only a poor degree of fit exists and 
so it is necessary to reach a compromise in order to 
compare the plots from the analyses of the various sub 
matrices. For the purposes of this study it was decided 
that Kruskal's Stress should not be in excess of 0.19 and 
the Guttman-Lingoes Coefficient. of Alienation should not be 
in excess of 0.21. This enabled a common framework of three 
dimensions to be chosen to facilitate the comparison of the 
various plots. 
Table 7 shows the values of Kruskal's Stress and the 
Guttman-Lingoes Coefficient of Alienation with respect to 
the dimensionality of the plot. 
A number of the solutions, e. g. LBIMFS are well within the 
requirements of fit when a three dimensional solution is 
chosen and in fact solutions of two dimensions would have 
sufficed in certain cases. However, it is the commonality 
of the dimensionality which interests us and so the three 
dimensional solution is chosen as standard. 
TABLE 7 COMPARISON OF KRUSKAL'S STRESS AND 
COEFFICIENT OF ALIENATION 
Matrix Kruskal' Stress Coefficient of Alienation 
ld 2d 3d ld 2d 3d 
LBIML 0.32902 0.18409 0.11210 0.37291 0.20496 0.12531 
LBIMJIF 0.44347 0.23491 0.16591 0.48826 0.25838 0.18157 
LBIMT 0.37966 0.23591 0.16029 0.41577 0.25820 0.17286 
LBIMFR 0.44927 0.26241 0.16576 0.44927 0.26241 0.18185 
LBIMFS 0.30459 0.13224 0.09464 0.36372 0.21453 0.11539 
LBIMFF 0.41399 0.25946 0.18448 0.45680 0.28805 0.20212 
LBIMFT1 0.30782 0.21336 0.12341 0.33692 0.23050 0.13292 
LBIMFT2 0.42969 0.27824 0.19012 0.47441 0.30361 0.20590 
LBIMLR 0.12064 0.06353 0.03221 0.13960 0.07528 0.03929 
LBIMLS 0.15976 0.04201 0.00987 0.17916 0.05348 0.01404 
LBIMLF 0.11851 0.05747 0.02513 0.13707 0.06716 0.03278 
LBIMLT1 0.14517 0.06823 0.03390 0.16601 0.08164 0.04286 
LBIMLT2 0.18092 0.06022 0.01985 0.20787 0.07108 0.02693 
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Thus the preliminary data analysis resulted in a number of 
the variables being excluded from each of the data matrices 
and table8 shows the variable exclusion data. 
Table 9 shows the resultant variable recoding data. 
TABLE 8 VARIABLE EXCLUSION DATA 
An. LBIMFS LBIML LBIMFR LBIMF LBIMT LBIMFTI LBIMFF LBIMFT2 
1 None None None None None None None 'None 
2 25 28 25 25 25 25 22 25 
3 19 23 28 22 22 22 25 22 
4 34 22 22 28 28 28 28 28 
5 26 19 19 23 23 23 23 19 
6 22 30 7 7 7 7 19 7 
7 30 38 32 38 38 19 7 38 
8 31 29 27 19 19 9 10 23 
9 5 2 38 10 10 21 8 6 
10 9 21 10 26 21 30 38 10 
11 44 7 23 6 6 38 26 26 
12 28 20 21 21 26 26 6 37 
13 36 32 20 37 37 6 9 27 
14 24 9 35 27 9 24 41 - 
15 15 14 24 9 27 41 - - 
16 8 37 30 41 30 27 - - 
17 43 16 39 - - - - - 
18 13 11 17 - - - - - 
19 2 10 26 - - - - - 
20 27 27 - - - - - - 
21 10 15 - - - - - - 
22 7 12 - - - - - - 
23 35 3 - - - - - - 
24 32 34 - - - - - - 
25 6 42 - - - - - - 
26 23 39 - - - - - - 
27 33 41 - - - - - - 
28 37 - - - - - - - 
29 12 - - - - - - - 
30 40 - - - - - - - 
31 39 - - - - - - - 
32 18 - - - - - - - 
Subsequent recoiling of the variables was then necessary for 
the individual sub-matrices and this is shown in table 9 
overleaf. 
N. S. 
In table 8 Itn. = iteration. e. g. for iteration 1, no 
variables were removed from any of the matrices. For 
iteration 2, variable 25 was removed from LBIIFS, variable 
28 from LBIPIL and so forth. 
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TABLE 9 VARIABLE RECODING DATA 
RECODE ORIGINAL VARIABLE NUMBER 
VAR LBIMFS LBIML LBIMFR LBIMF LBIMT LBIMFT1 LBIýIFF LBIMFT2 
NO 
1 1 1 1 1 1 1 1 1 
2 3 4 2 2 2 2 2 2 
3 4 5 3 3 3 3 3 3 
4 11 6 4 4 4 4 4 4 
5 14 8 5 5 5 5 5 5 
6 16 13 6 8 8 8 11 8 
7 17 17 8 11 11 10 12 9 
8 20 18 9 12 12 11 13 11 
9 21 24 11 13 13 12 14 12 
10 29 25 12 14 14 13 15 13 
11 38 26 13 15 15 14 16 14 
12 41 31 14 16 16 15 17 15 
13 42 33 15 17 17 16 18 16 
14 - 35 16 18 18 17 20 17 
15 - 36 18 20 20 18 21 18 
16 - 40 29 24 24 20 24 20 
17 - 43 31 29 29 29 27 21 
18 - 44 33 30 31 31 29 24 
19 - - 34 31 32 32 30 29 
20 - - 36 32 33 33 31 30 
21 - - 37 33 34 34 32 31 
22 - - 40 34 35 35 33 32 
23 - - 41 35 36 36 34 33 
24 - - 42 36 39 37 35 34 
25 - - 43 39 40 39 36 35 
26 - - 44 40 41 40 37 36 
27 - - - 42 42 42 39 39 
28 - - - 43 43 43 40 40 
29 - - - 44 44 44 42 41 
30 - - - - - - 43 42 
31 - - - - - - 44 43 
32 - - - - - - - 44 
N. B. l. For convenience, both included and excluded variable 
lists are included with the respective SSA's in 
sections 7.2 and 7.3. 
2. All follower sub-matrices were reduced individually. 
All leader matrices were based on LBIML list of variables. 
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6.3 SSA results of sub-matrices. 
The coordinates which re sulted from the SSA analysis are 
shown in Appendix N, The order of p resentation of the SSA 
results is as follows: 
Title Code Section 
Leader total data LBIML N. 1 
Follower total data LBIMF N. 2 
All subjects data LBIMT N. 3 
Follower recce data LBIMFR N. 4 
Follower standing data LBIMFS N. 5 
Follower fighting data 
. LBIMFF 
N. 6 
Follower time slice 1 LBIMFT1 N. 7 
Follower time slice 2 LBIMFT2 N. 8 
Leader recce data LBIMLR N. 9 
Leader standing data LBIMLS N. 9 
Leader fighting data LBIMLF N. 9 
Leader time slice 1 LBIMLT1 N. 9 
Leader time slice 2 LBIMLT2 N. 9 
Matrix coding is as per the legend on page 140 
Page 137. 
Sections N. 1 to N. 9 present coordinates for 3 dimensional 
solutions for the purposes of comparison. 
Chapter Seven discusses the three dimensional plots which 
result from these sets of coordinates. The plots are 
discussed in some detail to show how the emergent patterns 
may be identified and Chapter Seven also shows how the 
questions posed in Chapter Five may be answered. Specific 
answers to the questions of Chapter Five are discussed in 
Chapter Eight. 
6.4 MSA analysis. 
The positive manifold criterion for the data matrix was 
again adopted. Thus the LBIML, LBIMF and LBIMT matrices 
were individually subjected to MSA analysis with 18,29 and 
29 variables respectively. Two dimensional plots resulted 
and tables N22, N23 and N24 show the coordinates relating 
to the MSA plots for each of the three major matrices. At 
the time of analysis, it was not possible to process data 
with existing software from more than 100 subjects and this 
presented an initial problem for the LBIMT matrix which 
consisted of a total of 94 + 18 = 112 subjects. It was 
decided to remove the data relating to 14 of the followers' 
responses in order to bring the analysis well into the 
capability of the statistical package. A random number 
generator programme was used to generate a series of 14 
numbers from a total set of 94. These 14 numbers were then 
taken as absolute subject numbers and the data for these 
followers removed from the data matrix. It was felt that 
this approach was, more acceptable than simply removing data 
from the first or last 14 subjects or from a set of 14 
within the matrix. The aim of the LISA analysis of the 
total matrix was to identify whether or not there were 
differences in clustering between leaders and followers 
based on role differences and the effective reduction of a 
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set of 94 subjects to 80 was felt acceptable for this 
purpose. 
Random sequence of absolute follower subject numbers 
removed: 
87,25,73,8,60,39,83,45,74,50,6,68,36,12. 
The order for presentation of MSA results is as follows: 
Leader total data LBIML. MSA N. 10 
Follower total data LBIMF. MSA N. 11 
All subject data LBIMT. MSA N. 12 
Chapter Seven discusses the two dimensional plots which 
result from plotting the MSA coordinates and Chapter Eight 
addresses the specific questions of Chapter Five. 
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LEGEND FOR CHAPTER SIX. 
Page 126 Ti is used to identify data from time slice 1. 
T2 is used to identify data from time slice 2. 
Page 127 Each patrol is allocated a unique four character 
code. The first character indicates the week of 
the exercise (i. e. 1,2 or 3. ) The second and 
third characters indicate the patrol type, 
i. e. RP, SP or FP. The fourth character 
indicates time slice, (i. e. 1 or 2. ) Thus as an 
example, 2RP1 is the first reconnassance patrol 
that took place in the second week. 
Page 128 Each data matrix and submatrix is coded as follows: 
LBIM stands for Leader Behaviour-Influence Matrix. 
The fifth character indicates whether the data 
relates to leaders(L), followers(F) or all 
subjects together(T)[i. e. L+F=T]. 
Thus data matrices are coded as follows: 
LBIML: data for all leaders. 
LBIMF: data for all followers. 
LBIMT: data for all subjects, leaders and followers 
Where a sixth and/or a seventh digit is used, 
this represents a submatrix which corresponds 
to function (R, S or F) or time (Ti or T2). 
Thus submatrices are coded as follows: 
LBIMLR: leader reconnaissance data. 
LBIMLS: leader standing data. 
LBIMLF: leader fighting data. 
LBIMLTI: leader data, time slice 1. 
LBIMLT2: leader data, time slice 2. 
LBIMFR: follower reconnaissance data. 
LBIMFS: follower standing data. 
LBIMFr: follower fighting data. 
LBIMFT1: follower data, time slice 1. 
LBIMFT2: follower data, time slice 2. 
These labels are then used to identify SSA plots. 
The above data labels are also used to identify 
the MSA plots by the addition of ". MSA" thus: 
LBIML. MSA is MSA for leader data. 
LBIMF. MSA is MSA for follower data. 
LBIMT. MSA is LISA for total subject data. 
Page 129 Variable numbers are reduced to V** e. g. V24. 
Page 132 r= mean correlation. 
rmin = minimum correlation. 
S. D. = standard deviation. 
Page 136 Recode Var means recoded variable number after 
the exclusion process. 
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CHAPTER SEVEN 
Discussion of results 
7.1 Some considerations 
The SSA and MSA plots will now be considered in order to 
examine the solution space containing the variables which 
remained after the exclusion process. The SSA's are 
considered in sections 7.2.1 to 7.3.5. Each of the 
matrices and submatrices will be discussed according to the 
following framework with regard to the SSA plots. Firstly 
some general observations will be made and then appropriate 
grouping of the variables is suggested. The results of 
Chapter Six include both a centrality index relating to 
mean positional location of each variable in all three 
dimensions together with Cartesian coordinates for the 
variable location in each of the three planes. The results 
will only be considered in terms of the Cartesian 
coordinates for the purposes of the present study. It is 
an easily made criticism of both SSA and MSA plots that the 
results are inherently ambiguous and can be interpreted 
more or less as the researcher wishes. However it is 
suggested that the following plots show that patterns do 
emerge and that the interpretation of leadership behaviour 
using the overall approach of this study does give insight 
into the influence mechanisms operating in the various 
episodes. 
An essential part of the process of grouping the variables 
is the linking of the variables into suitable areas of the 
solution space. It is convenient to label the divisions of 
the solution space thus formed as types of group according 
to the number of variables contained within the particular 
section of the space. Whilst it is acknowledged that this 
is inherently a highly subjective process, the groupings 
which can be identified are of considerable interest. 
It is interesting to note that different researchers 
approach the analysis of SSA plots in different ways. For 
example, Brown(1982) chooses to look for regions of 
Page 141 
contiguity to divide up and account for the total space whereas 
Taylor(1971) chooses to look for specific clustering or grouping 
of variables within the space, not necessarily accounting for 
all of the solution space. 
The basic approach to the grouping is to consider the emergent 
major and minor groups in each of the three dimensions and to 
produce a hierarchy of possible infuence mechanisms for each of 
the sets of SSA's. 
It would seem desirable to attempt to classify the grouping of 
the variables according to the number in each group and for this 
purpose the following conventions are adopted: 
1. Major group - 
Examples 
region containing >3 points 1- ý S2 
2. t4inor group -q 
region containing 3 points g 
lift 
3. Dipole - 
=1'7 
2S 
region containing 2 points 
4. Monopole - Is 
region containing 1 point 
5. Linked dipole -x 
region containing, 4 points 
treated as a minor group 
The solution space is divided up according to those variables 
which seem to be related, albeit that the process is highly 
subjective. It should be remembered, however, that we are 
carrying out exploratory data analysis in order to develop a 
methodology which will be workable in the field. Pence it is 
the approach to the data analysis which concerns us at present 
rather than identifying specific results. 
The emergent regions for major and minor groups and for the 
dipoles are labelled for each set of plots. The monopole areas 
are not labelled on the basis that they assume their original, 
non-combined label. (The reader is now advised to open out and 
refer to the legend on Page 272. ) 
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7.2 Individual SSA plots 
SSA plots for the results of Chapter Six are now considered 
in some detail. Section 7.5 compares the various SSA's. 
(The respective page of Appendix N is referred to in each case. ) 
7.2.1 SSA for total leader data (LBIML) '111=18 
The coordinates of page N2 resulted in the three 
2-dimensional plots of figures 23a, 23b and 23c. 
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fig. 23a SSA plot for LSIt1L, 2v1 
Table 10 shows the labels for variables included in the SSA 
plots and those excluded during the iterative process. 
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TABLE 10 VARIABLE SPECIFICATION LBIML 
Var No Title 
1 (1) Minimal Distance 
2 (4) Individ. Transformation 
3 (5) Verbal Fb. Implementation 
4 (6) Overt Transformation 
5 (3) Follower Equ. and Value 
6(13) Positive Follwr. Concept 
7(17) Ambiguity Management 
8(18) Decision Making 
9(24) Predictive Accuracy 
10(25) Authority Excess 
11(26) Role Assignment 
12(31) Follower Fit 
13(33) Vertical Commn Promotion 
14(35) Task Facilitation 
15(36) Follower Worth 
16(40) Transfmnal. Structuring 
17(43) Team Coordination 
18(44) Active Intern. Faciln. 
EXCLUDED VARIABLES 
2 Cohesion Promotion 
3 Cohesion Facilitation 
7 Auth. Under Achievement 
9 Transfml. Communication 
10 Inappropriate Delegation 
11 Follower Consideration 
12 Team Management 
14 Affective Transformation 
15 Instr. Justification 
16 Role Integrn. Projection 
19 Structural Rigidity 
20 Modelling Commitment 
21 Affective Projection 
22 Autocratic decsn. making 
23 Instrumental Drive 
27 Leader Role Definition 
28 Initiative Suppression 
29 Admin. Efficiency 
30 Initiating Structure 
32 Leader Value 
34 Communication : Tonitorin 
37 Task Transformation 
38 Task Demand Level 
39 Transfmnal. Modelling 
41 Task Modelling 
42 Commn of Task Structure 
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For 2v1 dimensions it would appear that there are three 
minor groups, three dipoles and three monopoles. 
The 3v1 plot exhibits one major group, six dipoles and two 
monopoles whilst the 3v2 plot shows three major groups and 
four monopoles. 
Considering the region which dominates the upper left 
quadrant of the 2v1 plot, we can see a minor group of 
variables 7,8 and 9 which relate to ambiguity management, 
decision making and predictive accuracy. These would seem 
to reflect uncertainty reduction by leader decision and 
control and in view of the fact that LBIML relates to 
general leader perception of how they performed across all 
the situations, we can identify a control mechanism closely 
related to uncertainty reduction. All three of these 
variables were originally coded transformational in their 
loading but are not the same as regards the other zones. A 
dipole region is shared with the lower left hand quadrant 
and this will be considered later. 
The lower left hand quadrant contains a minor group of 
variables 2,4 and 10. This group relates to individual 
transformation, overt transformation and authority excess 
and could be summarised by "action on individual 
followers". The dipole region of variable 6 (positive 
follower concept) and 16 (transformational structuring) is 
quite clearly related related to drawing performance out of 
the followers and acknowledging their worth. These two 
groups thus relate quite conveniently to McGregor's Theory 
X and Theory Y concept,. the minor group implying that the 
leaders feel that the followers need to he 'driven' to 
produce acceptable performance while the dipole group 
suggests that each person has potential and it is simply a 
matter of providing a suitable environment in which he can 
expand his efforts. It is thus interesting to see that the 
data would suggest that leaders seem to regard leadership 
as a process which is really a 'Theory XY' system, that is 
both concepts of ißcGregor's motivation theory are relevant 
in a given situation -a sort of carrot and stick approach. 
The 6,16 dipole could be labelled 'follower contribution 
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value'. 
The lower right hand quadrant is dominated by a minor group 
which relates to minimal distance (1), vertical 
communication promotion (13) and active interaction 
facilitation (18) and seems to reflect a notion of 
'effective communication contact'. The components of 
these variables suggest descriptive profiles 
which are very similar, each profile being 80% in common 
with the other two. The monopole regions of variables 3 
and 11 relate to verbal feedback implementation and role 
assignment. Although these are quite separate in the 2v1 
plot, they appear as a dipole region in the 3v1 plot. 
The upper right hand quadrant contains variable 12 
(follower fit) as a monopole region together with part of 
the dipole region constituted by variables 5 (follower 
equality and value) and 15 (follower worth). This dipole 
is interesting as it relates very much to the McGregor 
Theory Y of motivation in that it embraces follower value 
quite clearly. It appears to be at the opposite end of the 
dimension 1 axis from the other shared dipole, that is the 
dipole comprising variables 14 and 17, which relate to task 
facilitation and team coordination. It would appear 
therefore that our sample of leaders views the notion of 
follower worth as individuals as a concept quite apart from 
the notion of completing the task by building a team. This 
would seem to support the Adair theory of the individual 
aspects of leadership being distinguished from the team 
building aspects. We could label the 14,17 dipole region 
'task-team'. 
We can use a similar analytical approach to consider the 
other two plots of 3v1 and M. Taking 3v1 first, the 
upper left hand quadrant contains one complete dipole, one 
shared dipole and two monopoles areas. The complete dipole 
relates to individual transformation (2) and ambiguity 
mana; ement (7) and would seem to suggest follower 
development or growth by providing a structured, secure 
environment hence we could label this region 'growth 
security'. The shared dipole is the same as the shared 
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dipole of 2v1 (upper and lower left quadrant), namely 
variables 14 and 17 (task facilitation and team building) 
which was grouped as 'task-team'. The monopoles are overt 
transformation (4) and decision making (8). The lower left 
hand quadrant contains two dipole regions in addition to 
the shared dipole of 14 and 17. These two groups comprise 
dipoles of 6,16 and 9,10 and thus are formed from positive 
follower concept and transformational structuring to-ether 
with predictive accuracy and authority excess. 
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fig. 23b SSA for LBIML, 3v1 
The linear spacing of all four points is such that it 
appears difficult at first sight to justify separating the 
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two dipoles. However, if we treat the region as a major 
group, albeit loosely coupled, then the underlying meaning 
seems to be related to 'follower contribution value' and 
'exercise of leader' control which do not seem compatible. 
On one hand the 6,16 region seems to be involved with 
acknowledging, the worth and contribution of follower 
initiative while the other dipole is concerned with the 
leader using almost excessive control resulting in 
initiative suppression. Thus it would seem logical to 
treat the four points as two dipole regions; 'follower 
contribution value' and 'exercise of leader control'. The 
lower right hand quadrant of 3v1 contains a region formed 
of 3 and 11 which links verbal feedback implementation and 
role assignment. This would seem to be best described by 
the label 'action on feedback' in that it would suggest 
that the leader would note feedback signals (verbal) and 
attempt to adjust follower behaviour accordingly. The 
lower right hand quadrant of 3vl also contains part of the 
region which consists of a major group of 1,12,13 and 18 
and a dipole region of 5 and 15. The major group links 
minimal distance, follower fit, vertical communication and 
active interaction facilitation, all of which seem to 
combine to reflect the 'effective communication contact' of 
2v1 already identified. 
The 3v2 plot contains three major groups and four monopole 
groups. The major group formed by 1(minimal 
distance), 2(individual transformation), 13(vertical 
communication promotion), 14(task facilitation), 15(follower 
worth)and 18(active interaction facilitation) lends itself 
to consideration as three dipole regions; 1,18 together 
with 2,15 and 13,14 which relate to communication contact, 
follower development potential and task-communication 
efficiency. Together, these seem to reflect the notion of 
achieving the task by promoting communication efficiency on 
the basis that the followers are sufficiently important in 
terms of their ability to contribute to task progress. The 
upper left hand quadrant also contains one monopole - 
variable 4( overt transformation). 
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The lower left quadrant contains a major group comprising 
6,16,10 and 11. The proximity of 6 and 11 would suggest 
that these could constitute a dipole although in practice a 
label does not readily come to hand. The 6,16 dipole as 
already discussed, is about positive follower concept. 
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fig. 23c SSA for LBIML, 3v2 
The 10,11 dipole is concerned with excessive delineation of 
follower activity. The 6,11 relationship is, however, 
extremely close and could relate to the leader defining 
required follower behaviour and then trusting the followers 
to perform in a satisfactory manner. This thus appears to 
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be a 'linked dipole' situation and it is labelled 'positive 
follower concept and role delineation'. 
The lower right quadrant contains variable 9 as a monopole 
and shares a major group of 5 (follower equality and 
value),? (ambiguity management), 12 (follower fit) and 17 
(team coordination) with the upper right hand quadrant. 
This is very much concerned with structuring and reducing 
uncertainty by team building. The monopole is related to 
decision making. 
Thus we are faced with a situation in which there are three 
dimensions with a range of groups of varying numbers of 
variables in each dimension. From the outset, the approach 
of this study has been to attempt to identify emergent 
patterns from the data. One approach would be to select 
the most convenient plot and use that plot to exhibit the 
cluster patterns of the control mechanisms. However, the 
actual choice of plot is very open to subjective 
interpretation and it seems that the most acceptable and 
complete approach is to acknowledge the principal regions 
from all three plots, albeit that this will produce a set 
of control mechanisms which are not mutually exclusive. 
Table 11 shows the resultant control mechanism set if the 
monopole regions are ignored. 
It would seem that we can identify a number of major and 
minor control mechanisms which constitute the leaders' 
perception of their operation. The major, minor and dipole 
regions are summarised in the triad influence model of 
figure 24. 
Many of the minor groups and dipoles are redundant and when 
these redundant groups are removed, then we arrive at a 
relatively compact model of leader influence control 
channels as perceived by the leader group. 
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TABLE 11 REGIONS OF INFLUENCE (LBIML) 
MAJOR REGIONS 
2v1 plot None 
3v1 plot Effective communication contact 1 12 
13 
18 
3v2 plot Communication/follower worth 1 2 
13 
14 
15 
18 
Pos. follower concept/role delin. 6 
10 
11 
16 
Structuring by team building 5 
12 
17 
MINOR REGIONS 
2v1 plot Uncertainty reduction 7 8 
9 
Action on individual followers 2 4 
10 
Effective communication contact 1 
13 
18 
3v1 plot Effective communication contact 1 12 
13 
18 
3v2 plot Communication-follower worth 1 2 
13 
14 
15 
18 
Pos. follwr concept/role delin. 6 
10 
11 
16 
Structuring by team building 5 
7 
12 
17 
DIPOLE REGIONS 
2v1 plot Follower contribution value 6 16 
Task-team 14 
17 
Follower worth 5 
15 
3v1 plot Task-team 14 
17 
Growth security 2 
7 
Exercise of leader control 9 
10 
Action on feedback 3 
11 
Follower contribution value 6 16 
Follower worth 5 15 
3v2 plot None 
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fig. 24 Triad influence model LBIML 
Effective Communication Contact 
Communication )MAJOR CHANNELSI< Positive follower 
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0 
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Follower Task-team Follower Growth Exercise 
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value control 
Action 
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Thus we have reduced the SSA to a set of influence channels 
as perceived by the total leader set. 
Page 152 
7.2.2 SSA for total follower data (LBIMF) 
Figures 25a, b and c show the three 2-dimensional plots for 
the total follower data which resulted from the SSA using 
the 29 variables of table 12. Using the approach of 7.2.1, 
we can conveniently group the variables in several major 
and minor regional areas together with a number of dipole 
and monopole regions. 
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For the 2v1 plot, we can identify a major region concerned 
with communication, that is 1,5,11,21,22 and 27. The 
variables reflect minimal distance, verbal feedback 
implementation, instrumental justification, 
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TABLE 12 VARIABLE SPECIFICATION LBIMF 
Var No Title 
1(1) Minimal Distance 
2(2) Cohesion Promotion 
3(3) Cohesion Facilitation 
4(4) Individ. Transformation 
5(5) Verbal Fb. Implementation 
6(8) Follower Equ. and Value 
7(11) Follower Consideration 
8(12) Team Management 
9(13) Positive Follwr. Concept 
10(14) Affective Transformation 
11(15) Instr. Justification 
12(16) Role Integrn. Projection 
13(17) Ambiguity Management 
14(18) Decision Making 
15(20) Modelling Commitment 
16(24) Predictive Accuracy 
17(29) Admin. Efficiency 
18(30) Initiating Structure 
19(31) Follower Fit 
20(32) Leader Value 
21(33) Vertical Commn Promotion 
22(34) Communication Monitoring 
23(35) Task Facilitation 
24(36) Follower Worth 
25(39) Transfmnal. Modelling 
26(40) Transfmnal. Structuring 
27(42) Commn of Task Structure 
28(43) Team Coordination 
29(44) Active Intern. Faciln. 
EXCLUDED VARIABLES 
6 Overt Transformation 
7 Auth. Under Achievement 
9 Transfml. Communication 
10 Inappropriate Delegation 
19 Structural Rigidity 
21 Affective Projection 
22 Autocratic decsn. making 
23 Instrumental Drive 
25 Authority Excess 
26 Role Assignment 
27 Leader Role Definition 
28 Initiative Suppression 
37 Task Transformation 
38 Task Demand Level 
41 Task Modelling 
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vertical communication promotion, communication monitoring 
and communication of task structure. Hence we could label 
this region 'communication efficiency'. The upper left 
hand quadrant of the 2v1 plot shows a major group of 
4,10,19 and 26 which relates to variables concerned with 
individual transformation, affective transformation, 
follower fit and transformational structuring. It would 
seem that the emergent construct here is the idea of 
individual follower 'growth' by structuring the group 
situation to promote individual development or 
transformation. Hence we will label this cluster 
'individual transformation'. At the centre of the 2vl plot 
there is an interesting region of 3,9,12 and 28 which 
relates to cohesion facilitation, positive follower 
concept, role integration projection and team coordination. 
Variable 12 is perhaps a fundamental concept underlying 
much leadership theory, namely the transformational effect 
on followers of the leader's projection of his confidence 
in his own ability to perform in the leadership role. This 
cluster seems to pull together the idea of team production 
by leader projection of the value of the followers and so 
is a fundamental idea in much of the 'charismatic' approach 
to leadership. In many respects the cluster seems to 
identify the area which has eluded the research efforts to 
analyse what influence mechanisms are actually functioning 
in the 'charismatic' leadership process. It appears to be 
primarily an affectively loaded cluster which is 
interesting in itself. Perhaps the so-called 'charismatic 
leader' is one who operates on the level of affective 
re-structuring on the part of the followers as a result of 
his own affective functioning, this functioning being 
transmitted on a subconscious level. Three out of the four 
variables do appear to have a probable subconscious 
component with regard to to the transmission mechanism. 
The region is labelled 'charismatic influence'. 
The fourth major region in the 2v1 plot is situated mainly 
in the lower right hand quadrant and consists of variables 
13,14,16 and 17, that is ambiguity management, decision 
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making, predictive accuracy and administrative efficiency. 
This seems to relate to 'uncertainty reduction' by 
structure. Also in this quadrant there is a minor grouping 
of 2,8 and 20 which links cohesion promotion, team 
management and leader value. This seems to reflect the 
production of a cohesive group as a result of the leader 
acting out his role correctly and is thus labelled 
'effective team leadership'. This region is closely 
related to the adjacent 'charismatic influence' region, the 
difference being that the latter seems to reflect more in 
the way of leader projective operation whereas the former 
seems more instrumental in nature. A region exists 
containing a minor group of variables 6(follower equality 
and value), 7(follower consideration) and 25 
(transformational modelling) which would suggest the 
followers perceiving a control channel which relates to the 
leader modelling required behaviour and thus creating an 
environment whereby follower development can occur on the 
basis that the followers have sufficient value to warrant 
such effort. Thus this area is labelled 'follower worth'. 
Variables 18(initiating structure) and 23(task 
facilitation) may be combined to suggest 'task structure'. 
There are also several monopoles regions in the 2v1 plot, 
namely 15,24, and 29. 
The 3v1 plot exhibits a major group region in the upper 
left hand quadrant of 7,9,10,11 and 19, namely follower 
consideration, positive follower concept, affective 
transformation, instrumental justification and follower 
fit. Thus it seems to project the idea of triggering 
followers by consideration and acknowledging follower 
worth by taking the trouble to explain the need for various 
actions. Hence it is labelled 'affective consideration'. 
The lower left quadrant contains a major grouping of 
5,6,21,22 and 29 which in turn are verbal feedback 
implementation, follower equality and value, vertical 
communication promotion, communication monitoring and 
active interaction facilitation. This seems to reflect the 
leader promoting communication from the followers and is 
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similar to the major group of the 2v1 plot which we 
labelled 'communication efficiency'. It seems to reflect 
that followers perceive communication and the leader 
accepting information from the followers as a distinct 
mechanism of leader influence and control. 
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fig. 25b SSA for LBIMF, 3v1 
The major group region of the lower left hand quadrant of 
the 3v1 plot concerns 2,23,26 and 28, that is, cohesion 
promotion, task facilitation, transformational structuring 
and team coordination which together reflect the notion of 
the leader creating a structure to enable sub-goals to be 
achieved easily and as a result of the structuring the 
final objective to be more easily reached. Thus this could 
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be labelled 'task-team' in nature. 
The lower left hand quadrant also contains a dipole of 1 
and 4 which links minimal distance with individual 
transformation - perhaps encouragement at the individual 
level. The lower right hand quadrant contains part of a 
minor region formed of variables 3,25 and 27 which are 
cohesion facilitation, transformational modelling and 
communication of task structure. This could suggest 
cohesion production through communication by leader 
modelling of required follower action together with task 
structure. This quadrant also contains a dipole region of 
variables 13 (ambiguity management) and 14 (decision 
making) which relates to uncertainty management without the 
administration efficiency and initiating structure 
variables of the 2vl plot. Variable 15 appears as a 
monopole region. A dipole region of variables 20 (leader 
value) and 24 (follower worth) is shared with the upper 
right hand quadrant. This could be taken as an indicator 
of the followers' perceptions of the value of both leader 
and followers in the joint exercise of achieving the group 
goals. The region is thus labelled 'mutual value'. 
The upper right hand quadrant contains a minor group of 
8,12 and 18, that is, team management, role integration 
projection and initiating structure. This seems to reflect 
structural clarity, that is a clearly defined situation of 
the leader, the team and its operation. Thus this is 
: labelled 'clarity'. A dipole region is also contained in 
this quadrant and this comprises variables-16 (predictive 
accuracy) and 17 (administrative efficiency). Although 
these are related to the idea of uncertainty management, 
there seems to be the possibility here of a causal 
relationship relating the outcome of given situations to 
the leader's efficiency and, for want of a better 
expression, 'command' of his situation. It could well be 
that the followers relate the accuracy of the leader's 
predictions to the degree of leader role integration that 
they, the followers perceive in the. leader's operation. 
Alternatively, the followers could consider the accuracy 
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aspect as a function of leader control - the ability of the 
leader to influence his environment - this control being 
enhanced by the leader displaying efficiency with regard to 
minor details and administration. Thus this region is 
labelled 'leader environmental influence'. 
The 3v2 plot exhibits a major group region in the lower 
left hand quadrant which comprises 1,15,20,21,22 and 27 
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fig. 25c SSA for LBIMF, 3v2 
which is the 'communication' cluster already identified in 
the 2v1 and 3v1 plots. However, this time there is the 
added notion of the leader being good at his job. The area 
is still labelled communication efficiency on the basis 
that the perception of the leader being good at his job 
2e 
Page 159 
simply enhances the control cluster. A minor group is 
shared with the upper left hand quadrant containing 
variables 6 (follower equality and value), 7 (follower 
consideration) and 25 (follower worth). This is labelled 
'follower worth'. A dipole region dominates the lower left 
hand quadrant and contains variables 2 (cohesion promotion) 
and 28 (team coordinaation). These are obviously related 
to team building and are labelled accordingly. The centre 
of the 3v2 plot is dominated by a major group of variables 
3 (cohesion facilitation), 5 (verbal feedback 
implementation), 14 (decision making) and 17 
(administration efficiency). These could be interpreted as 
the leader operating in a democratic way, using follower 
verbal feedback and being efficient in the way he made use 
of the feedback. Thus the region is labelled 'democratic 
efficiency'. The lower right hand quadrant contains a 
minor group of variables 13 (ambiguity management), 23 
(task facilitation) and 26 (transformational structuring) 
which taken together seem to imply an increase in task 
efficiency by increased, 'transformed' follower operation 
as a result of uncertainty reduction. Thus the region is 
labelled 'uncertainty reduction-task efficiency'. Also in 
this quadrant, variables 4 (individual transformation), 24 
(follower worth) and 29 (active interaction facilitation) 
seem to combine to suggest a mechanism of increased 
follower performance by the leader promoting their 
interaction on the basis that they can make a contribution 
of value. Thus we could label this region 'synergistic 
value'. 
The upper right hand quadrant contains a minor region 
formed of variables 9 (positive follower concept), 10 
(affective transformation) and 19 (follower fit) which seem 
to relate to valued follower integration with affective 
change. This is labelled 'valued follower integration'. 
Variable 18 also appears in this quadrant as a monopole 
region. The upper left hand quadrant contains a major 
region of variables 8 (team management), 11 (instrumental 
justification), 12 (role integration projection) and 16 
(.. predictive accuracy) 
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TABLE 13 REGIONS OF INFLUENCE LBINF 
MAJOR REGIONS 
2v1 plot Individual transformation 4 10 
19 
26 
Communication efficiency 1 
5 
11 
21 
22 
27 
Charismatic influence 3 
9 
12 
28 
Uncertainty reduction 13 
14 
16 
17 
3v1 plot Communication efficiency 55 
21 
22 
29 
Affective consideration 7 
9 
10 
11 
19 
Task-team 2 
23 
26 
28 
3v2 plot Team control-situational expl. 11 
12 
16 
Communication efficiency 1 
15 
21 
22 
27 
Democratic efficiency 2 
14 
17 
MINOR REGIONS 
2v1 plot Follower worth 6 
7 
25 
Effective team leadership 2 
8 
20 
3v1 plot Clarity 8 12 
18 
Production through task commn. 3 
25 
27 
3v2 plot Follower worth 6 
25 
Valued follower integration 9 
10 
19 
Synergistic value 4 
24 
29 
Uncertainty management 13 
23 
26 
DIPOLE REGIONS 
2v1 plot Task structure 18 
23 
3v1 plot Individual encouragement 1 4 
Mutual value 20 
24 
Leader environmental influence 16 
17 
Uncertainty reduction 13 
14 
3v2 plot Team building 2 
28 
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(predictive accuracy). This seems to convey 'team control 
by situational explanation'. If we now take an overview of 
the LBIMF data then we arrive at the hierarchy of groupings 
shown as follows in Table 13 and the triad of fig. 26. 
fig. 26 Triad influence model for LBIMF 
Communication Efficiency 
Individual Charismatic 
transformation influence 
Uncertainty -9 MAJOR 
reduction 
Task-team 
CHANNELS Affective 
consideration 
Team control 
-situatn. explantn 
Democratic Efficiency 
Follower worth 
Effective team Clarity 
leadership 
MINOR CHANNELS 
Production through Valued follower 
task communication integration 
Synergistic value Uncertainty 
reduction 
DIPOLES 
Individual Mutual 
encouragement value 
Leader 
environmental 
influence 
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7.2.3 SSA for total subject data (LBIMT) N=112 
The leader and follower matrices were combined to produce a 
total data matrix of 112 subjects. The intention was to 
identify possible clustering of variables ignoring role. 
It has to be noted, of course, that the LBIMT data matrix 
will be heavily oriented towards the LBIMF data due to the 
imbalance of the number of followers (94) compared 
to the number of leaders (18). 
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fig. 27a SSA for LBIMT, 2v1 
However, it was felt that the exercise was worthwhile if 
only to compare the groupings identified in the LBIML and 
LBIMF matrices with those obtained from the total data set. 
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TABLE 14 VARIABLE SPECIFICATION(LBIMT) 
Var No Title 
1(1) Minimal Distance 
2(2) Cohesion Promotion 
3(3) Cohesion Facilitation 
4(4) Individ. Transformation 
5(5) Verbal Fb. Implementation 
6(8) Follower Equ. and Value 
7(11) Follower Consideration 
8(12) Team Management 
9(13) Positive Follwr. Concept 
10(14) Affective Transformation 
11(15) Instr. Justification 
12(16) Role Integrn. Projection 
13(17) Ambiguity Management 
14(18) Decision Making 
15(20) Modelling Commitment 
16(24) Predictive Accuracy 
17(29) Admin. Efficiency 
18(31) Follower Fit 
19(32) Leader Value 
20(33) Vertical Commn Promotion 
21(34) Communication Monitoring 
22(35) Task Facilitation 
23(36) Follower Worth 
24(39) Transfmnal. Modelling 
25(49) Transfmnal. Structuring 
26(41) Task Modelling 
27(42) Commn of Task Structure 
28(43) Team Coordination 
29(44) Active Intern. Faciln. 
EXCLUDED VARIABLES 
6 Overt Transformation 
7 Auth. Under Achievement 
19 Structural Rigidity 
21 Affective Projection 
22 Autocratic decsn. making 
23 Instrumental Drive 
25 Authority Excess 
26 Role Assignment 
27 Leader Role Definition 
28 Initiative Suppression 
30 Initiating Structure 
37 Task Transformation 
38 Task Demand Level 
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It was anticipated that less major and minor groups would 
occur on the basis that the LBIMT matrix lacked 'role - 
homogenity'. 
Considering the 2v1 plot first, it very soon becomes 
apparent that it is more difficult to group the variables 
into regions which are meaningful. However, the dominant 
feature of the 2v1 plot appears to be the major group 
appearing in the lower right hand quadrant. This group 
contains variables 1 (minimal distance), 6 (follower 
equality and value), 7 (follower consideration), 11 
(instrumental justification), 20 (vertical communication 
promotion) and 21 (communication monitoring). This seems 
to imply that the communication process is important and 
suggests that team cohesion is related to the leader 
displaying consideration for the followers by actively 
promoting communication. Hence the region is labelled 
'communication-follower worth'. The other major region is 
in the centre of the plot and contains variables 3 
(cohesion facilitation), 12 (role integration projection), 
18(follower fit) and 28(team coordination). This is very 
much concerned with team production and the integration of 
followers into the team and the projection of the leader's 
role in coordinating the team. Thus it is labelled 'team 
production'. Several regions of minor groups seem to 
emerge. In the lower left hand quadrant, variables 9 
(positive follower concept), 19 (leader value) and 23 
(follower worth) combine to suggest the perception of worth 
of both leader and followers. Thus we label this group 
'human worth'. Variables 15 (modelling commitment), 16 
(predictive accuracy) and 17 (administrative efficiency) 
may be grouped to suggest some measure of role integration 
on the part of the leader. Variables 2(cohesion 
promotion), 8(follower consideration) and 14 (decision 
making) are not easy to combine except to suggest perhaps 
that democratic decision making could promote team cohesion 
by the leader projecting his concept of follower value by 
using the democratic approach. Again this difficulty of 
labelling the group could well be due to the fact that we 
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have combined leaders and followers. 
The final minor group appears to be that formed by 
variables 4 (individual transformation, 10 (affective 
transformation) and 25 (transformational structuring). 
These variables link the transformational process and are 
labelled accordingly. Perhaps we could deduce from the 
proximity of these three variables that all participants in 
the episodes perceive the importance of the 
transformational process regardless of role. Three dipole 
regions appear to emerge. Variables 22 (task facilitation) 
and 26 (task modelling) suggest the importance of the 
leader making the task easier for the followers by 
demonstrating required behaviour. Thus this is labelled 
'task demonstration'. Variables 5 (verbal feedback 
implementation) and 29 (active interaction facilitation) 
suggest 'feedback promotion' while variables 24 
(transformational modelling) and 27 (communication of task 
structure suggest once again the idea of 'task 
demonstration', albeit that they appear to be diametrically 
opposed on the plot. Variable 13 appears to be a monopole 
region. 
The 3v1 plot appears to display five major groupings which 
lend themselves to construct formation. Variables 14 
(decision making), 15 (modelling commitment), 19 (leader 
value) and 24 ( transformational modelling) seem to 
suggest the importance of the leader setting the 
behavioural model by acting the way he wants the followers 
to act and that this model suggests decisive action. Thus 
the region could be labelled 'decisive model'. Variables 2 
(cohesion promotion), 8 (team management), 12 (role 
integration projection) and 27 (communication of task 
structure) could suggest team development by the leader 
clarifying roles and the required actions of each of the 
followers to achieve the task. Thus it could be labelled 
'task-team role'. In the centre of the plot, variables 1 
(minimal distance), 3 (cohesion promotion), 9 (positive 
follower concept) and 28 (active interaction facilitation) 
tend to suggest the label 'team production by interaction'. 
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A fairly tight group is formed by variables 4 (individual 
transformation), 5 (verbal feedback implementation), 6 
(follower equality and value), 20 (vertical communication 
promotion), 21 (communication monitoring) and 25 
(tranformational structuring). This could be taken as the 
perception by both leader and followers of the importance 
of the communication process, the importance of both leader 
and followers and the importance of structuring the task. 
Thus the region is labelled 'communication structure'. 
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fig. 27b SSA for LBIMT, 3v1 
The fifth group in the 3v1 plot comprises variables 7 
(follower consideration), 10 (affective transformation), 11 
(instrumental justification) and 18 (follower fit). This 
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seems to relate to the consideration of the followers 
although as is the case with many of the groups in the 
LBIMT plots, the labelling is not particularly easy for 
reasons already discussed. The nearest we can perhaps get 
is to suggest 'follower integration consideration'. 
Three dipole regions seem to exist in the 3vl plot. 
Variables 16 (predicive accuracy) and 17 (adminstrative 
efficiency) may be linked to suggest the leader displaying 
tight control on his operation while variables 13 
(ambiguity management) and 23 (follower worth) would 
suggest the importance of the leader minimizing uncertainty 
for the followers and in doing so demonstrating a 
perception of follower worth. Variables 22 (task 
facilitation) and 29 (active interaction facilitation) 
suggest the notion of increasing task performance by 
encouraging interaction within the group. Variable 26 
appears as a monopole region. 
Several major regions appear in the 3v2 plot. Variables 1 
(minimal distance), 20 (vertical communication promotion), 
21 (communication monitoring), 24 (transformational 
modelling) and 29 (active interaction facilitation) seem to 
link the importance of the communication process with the 
transformational effect of the leader modelling the 
required behaviour. Thus this is labelled 'projective 
communication'. Variables 3 (cohesion facilitation), 4 
(individual transformation), 14 (decision making), 15 
(modelling commitment) and 28 (team coordination) seem to 
present the idea of 'team building by leader projection'. 
A third major group comprises variables 5 (verbal feedback 
implementation), 9 (positive follower concept), 19 (leader 
value) and 27 (communication of task structure). This 
seems to link communication with the idea of mutual worth 
and the transmission of task structure. Again, this is not 
an easy construct to identify but perhaps 'mutual 
worth-task communication' is a convenient label. The 
fourth major region appears in the lower right hand 
quadrant. Variables 2 (cohesion promotion), 8 (team 
management), 10 (affective transformation), 12 (role 
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integration projection) and 26 (task modelling) could be 
interpreted as suggesting team building by task modelling 
and leader projection. Thus it is labelled 'team-task 
projection'. A minor region contains variables 17 
(administrative efficiency), 22 (task facilitation) and 25 
(transformational structuring). These seem to suggest the 
leader structuring the task efficiently so creating an 
environment in which the followers can develop. Thus we 
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fig. 27c SSA for LBIMT, 3v2 
could label the region structure-transformation. Variables 
7 (follower consideration) and 11 (instrumental 
justification) seem to suggest a display of 'follower 
worth' by explaining the need for certain actions and 
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variables 13 (ambiguity management) and 23 (follower worth) 
seem to suggest the idea of displaying follower worth by 
minimizing uncertainty. Once again these apparently 
related constructs appear to be diametrically opposed on 
the SSA plot. If we consider the solution space to be 
toroidal in nature then this would explain this 
distribution together with the 'task demonstration' - 'task 
modelling' distributions of the 2v1 plot. Variables 16 
(predictive accuracy) and 18 (follower fit) appear to be 
closely associated although this is a difficult dipole 
region to label. Perhaps the notion of follower 
integrating by the leader appearing to anticipate future 
events would suggest a reliance of the followers on the 
leader's ability to structure the environment and control 
events, thus increasing the feeling of security felt by the 
followers. This is not an easy dipole to label. Variable 
6 appears as a monopole region. 
This leads us to a distribution of major, minor and dipole 
groups as follows in table 15 overleaf. 
Figure 28 shows the triad model of suggested leader control 
channels as suggested by the LBIMT data. 
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TABLE 15 REGIONS OF INFLUENCE (LBIMT) 
MAJOR REGIONS 
2v1 plot Communication-follower worth 
Team production 
3v1 plot Decisive model 
Task-team role 
Communication structure 
Follower integration consideration 
Team production by interaction 
3v2 plot Projective communication 
Projective team building 
Mutual worth-task communication 
Task-team projection 
MINOR REGIONS 
2v1 plot Human worth 9 
19 
23 
Leader role integration 15 
16 
17 
Decision making-consideration 2 
8 
14 
Transformation 4 
10 
25 
3v1 plot NONE 
3v2 plot Structure 17 
22 
25 
DIPOLE REGIONS 
2v1 plot Task demonstration 22 
26 
Task modelling 24 
27 
Feedback promotion 5 
29 
3v1 plot Leader-tight control 16 
17 
Follower worth-uncertainty redn. 13 
23 
Task interaction 22 
29 
3v2 plot Follower worth-uncertainty redn. 13 
23 
Follower worth-consideration 7 
11 
Follower-fit leader anticipate 16 
18 
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Thus we arrive at the following triad model of leader 
control mechanisms as perceived by all subjects, regardless 
of role. 
fig. 28 Triad influence model for LBIMT 
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7.2.4 SSA for follower recce data (LBIMFR) N=18 
We now turn to the data for the 18 followers in 6 patrols, 
each totalling 3 followers plus the leader. The aim of 
each patrol was primarily to observe and gain information 
about a specific target objective without being detected by 
the designated enemy. The information to be gathered was 
to be used subsequently by the appropriate fighting patrol, 
that is 1RP1 information was used by 1FP1,3RP2 information 
by 3FP2 and so forth. 
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fig. 29a SSA for LBIMFR, 2v1 
Thus we have a situation which is effectively a small group 
one where observation-with stealth is the basic- function. 
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TABLE 16 VARIABLE SPECIFICATION LBIMFR 
Var No Title 
1(1) Minimal Distance 
2(2) Cohesion Promotion 
3(3) Cohesion Facilitation 
4(4) Individ. Transformation 
5(5) Verbal Fb. Implementation 
6(6) Overt Transformation 
7(8) Follower Equ. and Value 
8(9) Transfml. Communication 
9(11) Follower Consideration 
10(12) Team Management 
11(13) Positive Follwr. Concept 
12(14) Affective Transformation 
13(15) Instr. Justification 
14(16) Role Integrn. Projection 
15(18) Decision Making 
16(29) Admin. Efficiency 
17(31) Follower Fit 
18(33) Vertical Commn Promotion 
19(34) Communication Monitoring 
20(36) Follower Worth 
21(37) Task Transformation 
22(40) Transfmnal. Structuring 
23(41) Task Modelling 
24(42) Commn of Task Structure 
25(43) Team Coordination 
26(44) Active Intern. Faciln. 
EXCLUDED VARIABLES 
7 Auth. Under Achievement 
10 Inappropriate Delegation 
17 Ambiguity Management 
19 Structural Rigidity 
20 Modelling Commitment 
21 Affective Projection 
22 Autocratic decsn. making 
23 Instrumental Drive 
24 Predictive Accuracy 
25 Authority Excess 
26 Role Assignment 
27 Leader Role Definition 
28 Initiative Suppression 
30 Initiating Structure 
32 Leader Value 
35 Task Facilitation 
38 Task Demand Level 
39 Transfmnal. Modelling 
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Table 16 gives the resultant variables subsequent to the 
exclusion process. The variables included are, as one 
would expect, team and communication oriented. Once again, 
we can see that although the grouping process does tend to 
be subjective, patterns seem to emerge when the nature of 
the variables is considered. 
Taking the 2v1 plot first, a major group exists in the 
right hand part of the plot which consists of variables 1 
(minimal distance), 5 (verbal feedback implementation), 7 
(follower equality and value), 18 (vertical communication 
promotion), 19 (communication monitoring, 
24 (communication of task structure) and 25 (team 
coordination). This seems to suggest 'team building by 
communication'. Adjacent to this region is a second major 
group comprising variables 9 (follower consideration), 11 
(positive follower concept), 17 (follower fit), 20 
(follower worth) and 22 (transformational structuring). 
This relates quite clearly to the notion of the leader 
projection his positive attitude to his followers including 
the aspect of structuring the environment to promote 
transformation on the part of the followers. Thus the 
region is labelled 'positive attitude to followers'. A 
third major area seems to group variables related to the 
formation of a team. Variables 2 (cohesion promotion), 3 
(cohesion facilitation), 4 (individual transformation, 6 
(overt transformation), and 12 (affective transformation) 
seem to suggest the idea of follower transformtion by 
integration into a team. Thus the are is labelled 'team 
transformation'. 
A minor group appears in the lower left hand corner 
comprising variables 13 (instrumental justification, 21 
(task transformation) and 23 (task modelling). These seem 
to suggest the leader explaining the task and reasons for 
certain actions in order to promote achievement on the part 
of the followers . The region is thus 
labelled 'task 
explanation'. Another region contains variables 10 (team 
management), 14 (role integration) and 26 (active 
interaction facilitation. This could be summarised as 
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team-leader interaction, placing emphasis on the 
communication process and the leader displaying competence. 
Although the label does not convey the role integration 
aspect overtly, the successful communication process tends 
to imply that the leader is well integrated into his 
position. Variables 8,15 and 16 appear as monopole 
regions. 
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fig. 29b SSA for LBIMFR, 3v1 
The 3vl plot seems to contain a major region comprising 
variables 1 (minimal distance, 7 (follower equality and 
value), 11 (positive follower concept), 15 (decision 
making), 18 (vertical communication promotion, 19 
(communication monitoring), 20 (follower worth), 24 
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(communication of task structure) and 25 (team 
coordination). The two themes contained here are the ideas 
of follower worth and communication with secondary notions 
of decision making and team building. Thus the region may 
be labelled 'follower worth-communication'. Another major 
region may be identified at the centre of the 3v1 plot and 
this contains variables 12 (affective transformation), 14 
(role integration projection), 16 (administrative 
efficiency) and 22 (transformational structuring). This 
appears to reflect a rather complex construct of the leader 
transforming individuals' actions by projection of his own 
skill level and ability to structure the environment. Thus 
the region may be labelled 'projective transformation'. 
Two minor groups appear in the 3v1 plot. Firstly variables 
3 (cohesion facilitation), 8 (follower equality and value) 
and 13 (instrumental justification) seem to suggest team 
building by the leader displaying that he values the 
followers by justifying his actions. Thus the region is 
labelled 'team value-justification'. Variables 2 (cohesion 
promotion), 4 (individual transformation) and 17 (follower 
fit) seem to concentrate on the idea of team building by 
follower integration and development. Thus it is labelled 
'follower-team integration'. Three dipole regions emerge. 
In the upper right hand quadrant variables 5 (verbal 
feedback implementation) and 26 (active interaction 
facilitation) seem to suggest 'follower communication 
promotion' and variables 6 (overt transformation) and 23 
(task modelling) could suggest the leader pressurising the 
followers to give increased performance by demonstrating 
required action. Hence this second dipole is labelled 
'modelling drive'. Variables 9 (follower consideration) 
and 10 (team management) may be combined as team 
consideration). Variable 21 appears as a monopole region. 
The 3v2 plot seems to suggest a major region in the lower 
left hand quadrant which comprises variables 7 (follower 
equality and value), 9 (follower consideration), 11 
(positive follower concept), 13 (instrumental 
justification), 18 (vertical communication promotion), 20 
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(follower worth), 23 (task modelling) and 24 (communication 
of task structure). This is obviously a complex region but 
at the same time a general construct seems to emerge which 
is heavily loaded in the area of follower consideration. 
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fig. 29c SSA for LBIMFR, 3v2 
Again we can see the importance of the communication 
process, particularly the idea of the leader explaining the 
reasons for certain courses of action (variable 13). Thus 
this region could be labelled 'communication -worth'. 
Another major region may be identified at the centre of the 
3v2 plot and this contains variables 1 (minimal distance), 
4 (individual transformation), 6 (overt transformation), 12 
(affective transformation), 19 (communication monitoring), 
11 
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22 (transformational structuring and 25 (team 
coordination). Again this is a complex region. It does 
seem to suggest, however, the idea of transformation by 
team membership and minimal distance and so is labelled 
'membership transformation'. A third major region lies 
above the dimension 2 axis and comprises variables 2 
(cohesion promotion), 5 (verbal feedback implementation), 
17 (follower fit) and 26 (active interaction facilitation). 
This would suggest 'team membership by interaction', 
including with the leader and is labelled accordingly. The 
lower right hand quadrant shows variables 3 (cohesion 
facilitation), 8 (transformational communication) and 10 
(team management which would again suggest team building by 
communication. Variables 14 (role integration projection), 
15 (decision making)and 16 (administrative efficiency) 
group together and these could be taken as suggesting 
transmission of 'leader role competence'. Variable 21 
appears as a monopole region. 
Thus taking an overview of the LBIMFR data and resultant 
SSA we can arrive at the following set of major, minor and 
dipole regions as shown in table 42 and when redundant 
groupings are removed the triad model of figure 30 results. 
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TABLE 17 REGIONS OF INFLUENCE LBIMFR 
MAJOR REGIONS 
2v1 plot Team building by communication 
1'. 
2, 
2 
Team transformation 
Positive attitude to followers 
1 
1 
2 
2 
3v1 plot Follower worth-communication 
1 
1 
2 
2 
Projective transformation 1 
1 
1 
2 
3v2 plot Communication worth 
1 
1 
1 
2 
2 
2 
Membership transformation 
1 
2 
2 
Team membership interaction 
1 
2 
MINOR REGIONS 
2v1 plot Task explanation 13 
21 
23 
Team leader interaction 10 
14 
26 
3v1 plot Team value justification 3 
8 
13 
Follower team integration 2 
4 
17 
3v2 plot Team building by communication 3 
8 
10 
Leader role competence 14 
15 
16 
DIPOLE REGIONS 
2v1 plot NONE 3v1 plot Modelling drive 6 
23 
Follower communication promotion 5 
26 
Team consideration 9 
10 
3v2 plot NONE 
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This leads us to the triad influence model as follows: 
fig. 30 Triad influence model for LBIMFR 
Team building by communication 
Positive attitude Follower worth 
to followers commitment 
MAJOR REGIONS 
Projective Membership 
transformation transformation 
Team membership interaction 
. Task explanation 
Team leader Team value 
interaction 
ý/- 
justification 
MINOR REGIONS 
Follower team Team building by 1'1ý 
integration communication 
Leader role competence 
DIPOLE REGIONS 
Modelling Follower communication Team 
drive promotion Consideration 
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7.2.5 SSA for follower standing data (LBIMFS) N=18 
We now turn to the data for the 18 followers in 6 standing 
patrols, each totalling 3 followers plus the leader. This 
type of patrol is essentially an activity to occupy troops 
and maintain contact with the operational environment 
without any specific objective other than routine 
surveillance of the combat area. Hence this type of patrol 
is frequently led by an NCO and it is anticipated that 
communication variables would feature in a less significant 
manner than in the previous recce patrol. 
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fig. 31a SSA for LBIMFS, 2v1 
With regard to the 2v1 plot, a major group seems to define 
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TABLE 18 VARIABLE SPECIFICATION LBIMFS 
VarNo Title 
1 (1) Minimal Distance 
2 (3) Cohesion Facilitation 
3 (4) Individ. Transformation 
4(11) Follower Consideration 
5(14) Affective Transformation 
6(16) Role Integrn. Projection 
7(17) Ambiguity Management 
8(20) Modelling Commitment 
9(21) Affective Projection 
10(29) Admin. Efficiency 
11(38) Task Demand Level 
12(41) Task Modelling 
13(42) Commn of Task Structure 
EXCLUDED VARIABLES LBIMFS 
2 Cohesion Promotion 
5 Verbal Fb. Implementation 
6 Overt Transformation 
7 Auth. Under Achievement 
8 Follower Equ. and Value 
9 Transfml. Communication 
10 Inappropriate Delegation 
12 Team Management 
13 Positive Follwr. Concept 
15 Instr. Justification 
18 Decision Making 
19 Structural Rigidity 
22 Autocratic decsn. making 
23 Instrumental Drive 
24 Predictive Accuracy 
25 Authority Excess 
26 Role Assignment 
27 Leader Role Definition 
28 Initiative Suppression 
30 Initiating Structure 
31 Follower Fit 
32 Leader Value 
33 Vertical Commn Promotion 
34 Communication Monitoring 
35 Task Facilitation 
36 Follower Worth 
37 Task Transformation 
39 Transfmnal. Modelling 
40 Transfmnal. Structuring 
43 Team Coordination 
44 Active Intern. Faciln. 
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a region containing variables 7,8,10 and 13, namely, 
ambiguity management, modelling commitment, administrative 
efficiency and communication of task structure. This could 
be said to indicate uncertainty reduction by the leader 
operating in an efficient manner, maintaining a close 
adherence to rules and regulations. As there is a 
relatively small number of variables displayed in the 
solution space, it is difficult to combine them in other 
than dipoles. Variables 5 (affective transformation) and 9 
(affective projection) would seem to combine to suggest a 
process of follower growth or development by the projection 
of the leader's affect, resulting in more effective 
follower performance. This is labelled 'affect 
management'. Variables 1 (minimal distance), 2 (cohesion 
facilitation) and 6 (role integration projection) seem to 
suggest the idea of integration between the followers and 
the leader and cohesion-distance management seems a 
suitable label. Another region may be identified which 
contains variables 3 (individual transformation) and 11 
(task demand level). This could be interpreted as the 
leader having control of the degree to which follower 
performance level was increased by the overt demands made 
on the followers regarding the task. Thus-the region is 
labelled 'drivership'. Three monopole regions seem to 
emerge relating to variables 4,6 and 12. 
The 3vl plot suggests a region containing a major group of 
variables 4 (individual transformation), 7 (ambiguity 
management), 8 (modelling commitment), 10 (administrative 
efficiency), 12 (task modelling) and 13 (communication of 
task structure). This could be interpreted as the leader 
displaying personal competence regarding task requirements 
and minimizing task uncertainty, thus enhancing follower 
performance. Thus this region could be labelled 'task 
modelling-clarity'. A central region of the SSA seems to 
contain a minor group of three variables; 1 (minimal 
distance), 6 (role integration projection) and 9 (affective 
projection). This might be taken as reflecting 'leader 
affect projection' in that the followers could be 
Page 184 
influenced by the leader's effective projection of his well 
defined attitudes to his role and this is enhanced by the 
minimal distance aspect. 
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fig. 31b SSA for LBIMFS, 3v1 
Variables 3 (individual transformation) and 11 (task demand 
level) appear as a dipole as in the 2v1 plot. Variables 2 
and 5 are treated as monopole regions. 
The 3v2 plot shows three possible regions of minor 
groupings. Variables 4 (follower consideration), 7 
(ambiguity management) and 12 (task modelling) could be 
interpreted as the leader displaying that he values the 
followers by showing them how to accomplish tasks on the 
basis that both he and the followers are of 'equal value'. 
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This 'role value equality' could be suggest 
label. 
Variables 1 (minimal distance), 2 (cohesion 
and 6 (role integration projection) seem to 
transformation by the leader projecting his 
This has already been identified in the 2v1 
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fig. 31c SSA for LBIMFS, 3v2 
Variables 8,10 and 13 were linked with variables 4,7 and 
12 in the 3v1 plot. We could, however, deal with these 
ideas separately which would suggest variables 8 (modelling 
commitment), 10 (administrative efficiency) and 13 
(communication of task structure) combining to produce the 
leader-projecting task clarity by modelling efficient 
(... operation. ) 
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TABLE 19 REGIONS OF INFLUENCE LBIMFS 
MAJOR REGIONS 
2v1 plot Uncertainty management 
3v1 plot task modelling-clarity 
3v2 plot NONE 
MINOR REGIONS 
2v1 plot cohesion-distance management 
3v1 plot leader affect projection 
3v2 plot role value equality 
cohesion-distance management 
efficient operation modelling 
DIPOLE REGIONS 
2v1 plot affective management 
transformation by task demand 
3v1 plot transformation by task demand 
3v2 plot transformation by task demand 
affective management 
7 
8 
10 
13 
4 
7 
8 
10 
12 
13 
1 
2 
6 
1 
6 
9 
4 
7 
12 
1 
2 
6 
8 
10 
13 
5 
9 
3 
11 
3 
11 
3 
11 
5 
9 
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operation. In addition, variables 4 (follower 
consideration), 7 (ambiguity management) and 12 (task 
modelling) would link the idea of uncertainty reduction 
with the leader modelling required behaviour and in doing 
so displaying consideration for the followers. Thus we 
could suggest a relationship whereby task modelling clarity 
consists of two regions of role value equality and 
efficient operation modelling. Variables 3 and 11 suggest 
the notion of transformation by task demand as in the 3v1 
plot and variables 5 and 9 come together once again to 
suggest affect management. 
Thus we arrive at the following major, minor and dipole 
influence regions as shown in table 19" This, in turn, 
leads us to the triad model of figure 32. 
Figure 32 Triad influence model for LBIMFS 
Uncertainty reduction Task modelling clarity 
MAJOR REGIONS 
0 
Leader affect projection 
MINOR REGIONS 
Cohesion distance Role value equality 
management 
. 
0 
DIPOLE REGIONS 
4V - Ir 
Affective management Transformation by task demand 
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7.2.6 SSA for follower fighting data (LBIMFF) 11=58 
In this set of episodes, the aim of the group was to attack 
an objective which was observed in the corresponding recce 
patrol. A set of 31 variables remained after the exclusion 
process as in table 20. Considering the 2v1 plot first, it 
seems reasonable to suggest a dipole region in the upper 
left hand quadrant containing variables 19 (initiating 
structure) and 24 (task facilitation). This could be 
interpreted as the leader controlling the group by 
structuring the task and making it clear what the followers 
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fig. 33a SSA for LBIMFF, 2v1 
were required to do. Thus it is labelled 'task structure'. 
Page 189 
TABLE 20 VARIABLE SPECIFICATION LBIMFF 
Var No Title 
1 (1) Minimal Distance 
2 (2) Cohesion Promotion 
3 (3) Cohesion Facilitation 
4 (4) Individ. Transformation 
5 (5) Verbal Fb. Implementation 
6(11) Follower Consideration 
7(12) Team Management 
8(13) Positive Follwr. Concept 
9(14) Affective Transformation 
10(15) Instr. Justification 
11(16) Role Integrn. Projection 
12(17) Ambiguity Management 
13(18) Decision Making 
14(20) Modelling Commitment 
15(21) Affective Projection 
16(24) Predictive Accuracy 
17(27) Leader Role Definition 
18(29) Admin. Efficiency 
19(30) Initiating Structure 
20(31) Follower Fit 
21(32) Leader Value 
22(33) Vertical Commn Promotion 
23(34) Communication Monitoring 
24(35) Task Facilitation 
25(36) Follower Worth 
26(37) Task Transformation 
27(39) Transfmnal. Modelling 
28(40) Transfmnal. Structuring 
29(42) Commn of Task Structure 
30(43) Team Coordination 
31(44) Active Intern. Faciln. 
EXCLUDED VARIABLES LBIMFF 
6 Overt Transformation 
7 Auth. Under Achievement 
8 Follower Equ. and Value 
9 Transfml. Communication 
10 Inappropriate Delegation 
19 Structural Rigidity 
22 Autocratic decsn. making 
23 Instrumental Drive 
25 Authority Excess 
26 Role Assignment 
28 Initiative Suppression 
38 Task Demand Level 
41 Task Modelling 
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Variables 4 (individual transformation), 9 (affective 
transformation) and 27 (transformational modelling) could 
be grouped as 'follower transformation through leader 
modelling'. The lower left quadrant contains a major 
grouping of variables 5(verbal feedback implementation), 
10(instrumental justification), 22 (vertical communication 
promotion), 23 (communication monitoring). 29 
(communication of task structure) and 31 (active 
interaction facilitation). This reflects communication 
very strongly and suggests the followers perceiving that 
the leader is exercising control by explaining the task and 
so forth and promoting 2-way communication. Thus we label 
the area 'communication promotion'. Another major region 
seems to emerge which links variables 2 (cohesion 
promotion), 3 (cohesion facilitation), 6 (follower 
consideration), 7 (team management), 20 (follower fit) and 
30 (team coordination). This relates very much to the idea 
of building a team and could suggest structuring the team 
such that followers feel that they want to be part of the 
group. Thus it is labelled 'team 
production-consideration'. Variables 12 (ambiguity 
management), 13 (decision making), 14 (modelling 
commitment) and 18 (administrative efficiency) could be 
taken as a group to suggest uncertainty reduction by the 
leader acting decisively and displaying competence in his 
ability to operate in his role. Thus this is labelled 
'uncertainty reduction-leader competence' projection. 
Variables 16 (predictive accuracy), 25 (follower worth) and 
26 (task transformation) seem to group together but it is 
not easy to label them as a group. If, however, one 
considers this group in relation to the original variables, 
it seems that the idea of the leader specifically 
allocating duties makes it easier for the followers to 
improve their operation and so make the situational outcome 
more predictable. As such, it seems to acknowledge the 
ability and worth of the followers. Thus it is labelled 
'prediction-role value'. A central region contains 
variables 8 (positive follower concept), 11 (role 
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integration projection), 21 (leader value) and 28 
(transformation structuring). Although not easy to label, 
this region could be considered as suggesting 
'transformation by mutual worth'. Variables 15 and 17 
suggest monopole-regions. 
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fig. 33b SSA for LBIMFF, 3v1 
The 3v1 plot suggests three major regions. In the lower 
part of the plot, variables 2 (cohesion promotion), 19 
(initiating structure), 22 (vertical communciation 
promotion), 25 (follower worth), 27 (transformational 
modelling), 29 (communication of task structure) and 30 
(team coordination) could be grouped together to suggest 
team building by communication promotion with the leader 
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modelling required behaviour and in so doing displaying his 
perception of follower worth. We could thus label the 
region 'team building by modelling and communication'. The 
second major region contains variables 13 (decision 
making), 14 (modelling commitment), 15 (affective 
projection), 17 (leader role definition) and 18 
(administrative efficiency). This is not an easy group to 
combine without thinking in terms of projection of 'leader 
qualities' with all that entails. Perhaps it is best 
summarised as 'projection of professional identity', that 
identity including the set of attributes that the followers 
feel are required of an officer. The third region is 
central to the plot and contains variables 7 (team 
management), 8 (positive follower concept), 9 (affective 
transformation), 11 (role integration projection) and 20 
(follower fit). This seems to suggest the 'team 
production-consideration' construct already encountered. 
There appears to be two minor group regions in the 3v1 
plot. One region, in the lower left hand quadrant, 
contains variables 3 (cohesion facilitation), 4 (individual 
transformation), and 10 instrumental justification). This 
seems to suggest the idea of building a team by justifying 
actions to the followers on the basis that this will 
increase their motivation and encourage them to enhance 
their performance. This is thus labelled 'team 
triggering'. The second minor group contains variables 6 
(follower consideration), 16 (predictive accuracy) and 2 
(leader value). This is difficult to label except that it 
intuitively seems related to the adjacent professional 
identity region. There is, however, a suggestion of 
'follower worth warranting structure' to imply that the 
leader is important in that he structures the situation in 
which the followers find themselves and reduces 
uncertainty, the followers being sufficiently important to 
warrant such effort. Thus the region could be labelled 
'uncertainty -consideration'. 
Variables 26 (task transformation) and 28 (transformational 
structuring) seem to relate to the notion of 'task 
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structuring' by the leader. Another dipole region contains 
variables 24 (task facilitation) and 31 (active interaction 
facilitation) which would suggest task accomplishment by 
interaction. Thus it is labelled 'task-interaction'. The 
final dipole region we can suggest is that containing 
variables 5 (verbal feedback implementation) and 23 
(communication monitoring). This could be labelled 
'feedback monitoring. 
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fig. 33c SSA for LBIMFF, 3v2 
The 3v2 plot again seems to show variables 26 and 28 
forming the task-structure region. In the lower left hand 
quadrant, variables 1 (minimal distance), 2 (cohesion 
promotion), 22 (vertical communication promotion), 29 
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(communication of task structure), 30 (team coordination) 
and 31 (active interaction facilitation) all seem to group 
together to suggest producing a tight team by active 
communication and interaction. Thus it is labelled 
'communication-interaction'. Variables 5 (verbal feedback 
implementation), 6 (follower consideration), 7 (team 
management), 17 (leader role definition) and 23 
(communication monitoring) suggest another communication 
based region, this time drawing attention to the leader and 
his communication effort and how it transmits his attitudes 
regarding follower worth. Thus it is suggested we label 
the region 'leader-communication'. A third major grouping 
seems to emerge containing variables 12 (ambiguity 
management), 13 (decision making), 16 (predictive accuracy) 
and 19 (initiating structure). These all seem to relate to 
the leader's attempts to 'structure his environment' and we 
label the region as such. The fourth major grouping is 
less easy to label and in many ways could be taken as a 
number of dipole regions when the nature of the variables 
is considered. The variables concerned are 3 (cohesion 
facilitation), 4 (individual transformation), 14 (modelling 
commitment), 18 (administrative efficiency), 21 (leader 
value) and 27 (transformational modelling). This region in 
many respects seem to reflect two constructs - firstly the 
attributes of the leader and secondly team building by 
individual follower triggering. Thus a loosely defined 
grouping might be 'leader-team projection'. Variables 10 
(instrumental justification) and 15 (affective projection) 
could suggest the leader influencing the followers by 
explaining the reasons for taking various actions so 
reflecting his attitude to the task. Thus it could be 
labelled 'affective-instrumental projection'. Variables 8 
(positive follower concept) and 20 (follower fit) could 
reflect the leader transmitting that he values the 
followers by actively integrating them into a team. Thus 
it is called 'follower integration'. The final dipole 
region contains variables 9 (affective transformation) and 
11 (role integration projection) which could be interpreted 
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TABLE 21 REGIONS OF INFLUENCE LBINFF 
MAJOR REGIONS 
2v1 plot Uncertainty redn. -leader com. 12 13 
14 
18 
Team production-consideration 2 
3 
6 
7 
20 
30 
Communication production 5 
10 
22 
23 
29 
31 
Transformation-mutual value 8 
11 
21 
28 
3v1 plot Projection of profnl. identity 13 14 
15 
17 
18 
Team buildg. by modeing. commt. 1 
2 
19 
22 
25 
27 
29 
30 
Team production-consideration 7 
8 
9 
11 
20 
Communication interaction 1 
2 
22 
29 
30 
31 
Leader communication 5 
6 
7 
17 
23 
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TABLE 21 contd. 
Environmental structure 
Leader team projection 
MINOR REGIONS 
2vl plot Follower trans. thro. leader mod. 
Prediction-role value 
Team triggering 
Follower worth-warranting structr. 
3v2 plot NONE 
DIPOLE REGIONS 
2v1 plot Task structure 
3v1 Feedback monitoring 
Task structure 
Task interaction 
3v2 plot Task structure 
Follwer integration 
Affect instrumental projection 
Leader projection-affect man. 
TABLE 21 contd. 
12 
13 
16 
19 
3 
4 
14 
18 
21 
27 
4 
9 
27 
16 
25 
26 
3 
4 
10 
6 
16 
21 
19 
24 
5 
23 
26 
28 
24 
31 
26 
28 
8 
20 
10 
15 
9 
11 
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as the leader changing followers' attitudes by the 
projection of his own ability to perform the leadership 
function. Thus the region is labelled 'leader 
projection-affect management'. Variable 24 appears as a 
monopole region. Thus we arrive at the major, minor and 
dipole groupings as in table 21. 
This leads us to the triad model as follows: 
fig. 34 Triad influence model for LBIMFF 
Communication 
Uncertainty reduction Team prodn. -consideration 
W V1000" 
MAJOR REGIONS 
Transfrmn. mutual Projection of prof. ident. 
value 
Team building Environmental structure 
by modelling. 
Prediction- Team trigggering 
role value 
MINOR REGION 
Leader modelling Follower worth 
DIPOLE REGIONS 
Feedback Täsk Task Follower Affect 
monitoring structure interaction integration management 
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7.2.7 SSA for follower data time slice 1 (LBIMFT1) N=48 
This set of episodes took place within 12 hours of the 
start of the exercise period. All three types of situation 
are represented. 
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fig. 35a SSA for LBIMFT1,2v1 
The 2v1 plot suggests three major regions. In the lower 
right hand quadrant, variables 1 (minimal distance), 3 
(cohesion facilitation), 4 (individual transformation), 5 
(verbal feedback), 8 (follower consideration), 11 
(affective transformation), 13 (role integration 
projection), 14 (ambiguity management), 15 (decision 
making) and 16 (modelling commitment) form a complex region 
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TABLE 22 VARIABLE SPECIFICATION LBIMFT1 
Var No Title 
1 (1) Minimal Distance 
2 (2) Cohesion Promotion 
3 (3) Cohesion Facilitation 
4 (4) Individ. Transformation 
5 (5) Verbal Fb. Implementation 
6 (8) Follower Equ. and Value 
7(10) Inappropriate Delegation 
8(11) Follower Consideration 
9(12) Team Management 
10(13) Positive Follwr. Concept 
11(14) Affective Transformation 
12(15) Instr. Justification 
13(16) Role Integrn. Projection 
14(17) Ambiguity Management 
15(18) Decision Making 
16(20) Modelling Commitment 
17(29) Admin. Efficiency 
18(31) Follower Fit 
19(32) Leader Value 
20(33) Vertical Commn Promotion 
21(34) Communication Monitoring 
22(35) Task Facilitation 
23(36) Follower Worth 
24(37) Task Transformation 
25(39) Transfmnal. Modelling 
26(40) Transfmnal. Structuring 
27(42) Commn of Task Structure 
28(43) Team Coordination 
29(44) Active Intern. Faciln. 
EXCLUDED VARIABLES LBIMFT1 
6 Overt Transformation 
7 Auth. Under Achievement 
9 Transfml. Communication 
19 Structural Rigidity 
21 Affective Projection 
22 Autocratic decsn. making 
23 Instrumental Drive 
24 Predictive Accuracy 
25 Authority Excess 
26 Role Assignment 
27 Leader Role Definition 
28 Initiative Suppression 
30 Initiating Structure 
38 Task Demand Level 
41 Task Modelling 
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which is not easily subdivided. Although a number of 
groupings becomes possible, it is as if the groups are 
mulitplexed within the region. The underlying notion that 
seems to be suggested relates to team building by 
communication efficiency thus transforming the followers. 
The leader does this, it is suggested, by being decisive 
and displaying competence in his ability to perform his 
role function. This is to be expected at the start of an 
episode in any case. The importance of how the leader 
briefs his followers has already been identified as an 
important factor in achieving task objectives. Although 
variables 15 and 16 do not necessarily relate to briefing, 
it is possible that followers could form a perception of 
the leader's decisiveness and his degree of commitment from 
the way in which an initial briefing regarding the task 
might be conducted. Hence, we could label this region 
'team briefing efficiency' although some aspects are rather 
loosely related. A second major group may be formed of 
variables 6 (follower equality and value), 7 (inappropriate 
delegation), 9 (team management) and 10 (positive follower 
concept). Although variable 9 appears to be only loosely 
connected, this group does seem to relate to follower worth 
and team value, even to the point of the leader delegating 
inappropriately or allowing the team to have mor 'power' 
and control than perhaps the followers would themselves 
wish. Thus it is labelled 'excess follower value' to 
reflect the leader placing perhaps too much control in the 
hands of the followers at an early stage in the episode. 
The third major grouping in the 2v1 plot appears to 
comprise variables 22 (task facilitation), 23 (follower 
worth), 25 (transformational modelling) and 28 (team 
coordination). This could be interpreted as task 
accomplishment by the leader displaying his own ability and 
building a worthwhile team. Thus task-team modelling would 
appear a suitable label. 
Two minor regions suggest themselves. Firstly, variables 2 
(cohesion promotion), 12 (instrumental justification) and 
18 (follower fit) seem to suggest the idea of the leader 
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integrating followers into the team by explaining the 
reason for various actions. Thus team building by 
explanation seems suitable. It is interesting to see that 
this group is diametrically opposed on the plot to the 
other team related area. A second minor group may be seen 
to include variables 17 (administrative efficiency), 20 
(vertical communication promotion) and 29 (active 
interaction facilitation). This could be interpreted as 
'efficient communication promotion'. A dipole region seems 
to exist at the centre of the 2v1 plot which links 26 
(transformational structuring) and 27 (communication of 
task structure). This would suggest that followers' 
performance could be upgraded with added information 
regarding task structure. Thus it is labelled 'structure 
communication transformation'. Variables 19,21 and 24 
appear as monopoles. 
The 3v1 plot shows several major groupings. The lower left 
hand quadrant contains variables 6 (follower equality and 
value), 7 (inappropriate delegation), 19 (leader value) and 
23 (follower worth). Once again, this seems to relate to 
the excessive transference of control from the leader to 
the followers. It is as if the leader is seen to be 
demanding too much from the followers in the early stages 
of the episode. There is an added notion here of leader 
value which complicates the issue somewhat. It does seem 
reasonable, however, to label the area 'mutual 
worth-delegation'.. The lower right hand quadrant of the 
2vl plot contains variables 1 (minimal distance), 2 
(cohesion promotion), 3 (cohesion facilitation), 4 
(individual transformation), 5 (verbal feedback 
implementation), 8 (follower consideration), 12 
(instrumental justification), 13 (role integration), 14 
(ambiguity management), 15 (decision making), 16 (modelling 
commitment), 18 (follower fit) and 20 (vertical 
communication promotion). This is approaching some 40% of 
the variables. There several ideas which seem to be 
reflected in this plot-team building, uncertainty 
reduction, consideration and communication and it is 
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difficult to label the group convincingly. The nearest 
. approach 
is perhaps to combine the ideas of team building 
-commitment -consideration even though this does neglect 
some of the areas. Once again, we seem to have encountered 
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fig. 35b SSA for LBIMFT1,3v1 
a 'multiplexed' situation where clearly observable regions 
seem to coexist in the same space. The third area of the 
3v1 plot contains variables 10 (positive follower concept), 
11 (affective transformation), 17 (adminstrative 
efficiency), 24 (task transformation) and 29 (active 
interaction facilitation). Again, this is not easy to 
label. A suggestion exists of 'follower transformation' by 
interaction' although the region again represents a complex 
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construct. 
A minor region seem to exist in the 3v1 plot which contains 
variables 22 (task facilitation), 25 (transformational 
modelling) and 28 (team coordination). This would suggest 
the leader could improve task performance by modelling and 
overtly coordinating team effort - display and then monitor 
performance. Thus it could be labelled 
'task-model-coordinate'. The other minor region in the 3v1 
plot contains variables 9 (team management), 21 
(communication monitoring) and 27 (communication of task 
structure). This could be labelled convincingly as 
'team-communication'. Variable 26 appears as a monopole. 
The 3v2 plot is slightly easier to interpret and identify 
in terms of regions. The major group appears in the lower 
left hand quadrant and comprises variables 1 (minimal 
distance), 3 (cohesion facilitation), 4 (individual 
transformation), 5 (verbal feedback implementation), 9 
(team management), 17 (administrative efficiency), 21 
(communication monitoring), 28 (team coordination) and 29 
(active interaction facilitation). This is concerned with 
team building by communication and interaction. In the 
lower left hand corner of the 3v2 plot, variables 6 
(follower equality and value), 7 (inappropriate 
delegation), 15 (decision making) and 23 (follower worth) 
seem to link positive follower concept with democratic 
decision making and delegation. Hence, 
'democratic-follower worth' seems appropriate. 
A third major group is shared between the lower left and 
lower right quadrants and contains variables 2 (cohesion 
promotion), 12 (instrumental justification), 18 (follower 
fit) and 20 (vertical communication promotion). This seems 
again to suggest team building by communication and 
interaction but includes a different aspect in the idea of 
the leader taking the trouble to explain action rather 
simply issuing orders. Thus we label this third major 
region 'team building by explanation'. 
The fourth major region comprises variables 8 (follower 
consideration), 10 (positive follower concept), 11 
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(affective transformation) and 25 (transformational 
modelling). This suggests 'transformation by 
consideration'. A minor region contains variables 19 
(leader value), 24 (task transformation) and 26 
(transformational structuring). Variables 13 (role 
integration projection), 14 (ambiguity management) and 16 
(modelling commitment) seem to suggest leader 
projection-uncertainty management. This seems to suggest 
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fig. 35c SSA for LBIMFT1,3v2 
increased performance is possible if the leader is valued 
by the group. Hence it is labelled 'leader value 
transformation'. Finally, variables 22 (task facilitation) 
and 27 (communication of task structure) seem to suggest 
(..! task communication'. ) 
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TABLE 23 REGIONS OF INFLUENCE LBIMFTI 
MAJOR REGIONS 
2vl plot Team briefing efficiencey 1 
3 
4 
5 
8 
11 
13 
14 
15 
16 
Excess follower value 6 
7 
9 
10 
Task-team modelling 22 
23 
25 
28 
3v1 plot Mutual worth delegation 6 
7 
19 
23 
Team building commn. conaidrn. 1 
2 
3 
4 
5 
8 
12 
13 
14 
15 
16 
18 
20 
Follower trans. intern. leader eff. 10 
11 
17 
24 
29 
3v2 plot Team building by commn. and intern. 1 
3 
4 
5 
9 
17 
21 
28 
29 
Democratic-follower worth 6 
7 
14 
23 
Team building by explanation 2 
12 
18 
20 
Transformation by consideration 8 
10 
11 
25 
MINOR REGIONS LBIMFT1 
2v1 plot Team building by explanation 2 
12 
18 
Efficient communication promotion 17 
20 
29 
3v1 plot Task-model-coordinate 22 
25 
28 
3v2 plot Leader value-transformation 19 
24 
26 
Leader projection-uncertainty 13 
management 14 
16 
DIPOLE REGIONS LBIMFTI 
2vl plot Structure communication-tranafmn. 26 27 
3vl plot None 
3v2 plot Task communication 22 
27 
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'task communication'. 
Thus we arrive at the regions of influence in table 23. 
This leads us to the following triad model of influence 
regions with redundant items removed: 
fig. 36 Triad influence model for LBIMFT1 
Team briefing efficiency 
Excess follower Team building by 
value explanation 
MAJOR REGIONS 
Follower transformation Task team 
leader efficiency modelling 
Efficient communication 
promotion 
W 
MINOR REGIONS 
Task model Leader value 
coordination transformation 
0 
0 
" 
DIPOLE REGIONS 
Structure 
communication 
transformation 
Task 
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7.2.8 SSA for follower data time slice 2 (LBIMFT2) N=46 
This submatrix was obtained by extracting the responses of 
all those followers involved in the second of each type of 
episode during the three individual exercise weeks, that is 
RP2, SP2 and so forth. Thus a set of data was obtained 
which represented approximately 24 hrs time shift from the 
LBIMFT1 matrix, a period during which both leaders and 
followers were limited to approximately 3 hours sleep. 
Thus the time slice 2 represents how the perceptions of 
both leaders and followers may vary as the group 'matures' 
as a result of common experience. 
The 2v1 plot suggests three major groupings. Firstly, 
variables 1,5,6,20,21,23,24,25 and 26 bring together 
minimal distance, verbal feedback implementation, follower 
equality and value, initiating structure, follower fit, 
vertical communication promotion, communication monitoring, 
task facilitation and follower worth. It seems that 
communication , follower worth and episode structuring seem 
to emerge here and so the area is labelled 'episode 
structure-communication worth'. The second region contains 
variables 3,9,10,15,19,22 and 30 which relate to cohesion 
facilitation, team management, positive follower concept, 
decision making, administrative efficiency, leader value 
and communication of task structure. This area seems to 
combine the idea of 'team building' and 'leader 
efficiency', communication being, perhaps, a linking 
factor. The third major region of the 2v1 plot contains 
variables 2,4,11,12,13 and 31 which relate to cohesion 
promotion, individual transformation, affective 
transformation, instrumental justification, role 
integration projection and team coordination. This seems 
to suggest follower transformation by team integration 
through explanation. Thus it is labelled 
'team-transformation'. 
A minor region may be identified which contains variables 
14,17 and 28 which, in turn, relate to ambiguity 
management, affective projection and transformational 
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structure. This seems best to be summarised by 
'uncertainty reduction'. Two dipole regions seem to 
emerge. Firstly, variables 7 and 32 link transformational 
communication with active interaction facilitation and this 
seems to suggest increased performance by increased 
communication. Thus, 'performance enhancement by 
communication' seems a suitable label. Variables 16 and 17 
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fig. 37a SSA for LBIMFT2,2v1 
link modelling commitment with transformational modelling 
and thus point to the general area of 'modelling' as a 
possible influence channel. Variables 8 and 18 are very 
closely situated to each other and the variables relate to 
follower consideration and predictive accuracy. It is not 
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TABLE 24 VARIABLE SPECIFICATION LBIMFT2 
Var No Title 
1 (1) Minimal Distance 
2 (2) Cohesion Promotion 
3 (3) Cohesion Facilitation 
4 (4) Individ. Transformation 
5 (5) Verbal Fb. Implementation 
6 (8) Follower Equ. and Value 
7 (9) Transfml. Communication 
8(11) Follower Consideration 
9(12) Team Management 
10(13) Positive Follwr. Concept 
11(14) Affective Transformation 
12(15) Instr. Justification 
13(16) Role Integrn. Projection 
14(17) Ambiguity Management 
15(18) Decision Making 
16(20) Modelling Commitment 
17(21) Affective Projection 
18(24) Predictive Accuracy 
19(29) Admin. Efficiency 
20(30) Initiating Structure 
21(31) Follower Fit 
22(32) Leader Value 
23(33) Vertical Commn Promotion 
24(34) Communication Monitoring 
25(35) Task Facilitation 
26(36) Follower Worth 
27(39) Transfmnal. Modelling 
28(40) Transfmnal. Structuring 
29(41) Task Modelling 
30(42) Commn of Task Structure 
31(43) Team Coordination 
32(44) Active Intern. Faciln. 
EXCLUDED VARIABLES LBIMFT2 
6 Overt Transformation 
7 Auth. Under Achievement 
10 Inappropriate Delegation 
19 Structural Rigidity 
22 Autocratic decsn. making 
23 Instrumental Drive 
25 Authority Excess 
26 Role Assignment 
27 Leader Role Definition 
28 Initiative Suppression 
37 Task Transformation 
38 Task Demand Level 
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easy to develop an appropriate construct to link these two 
variables unless the influence mechanism involves the 
followers feeling that the leader tries to anticipate 
future events as accurately as possible to benefit the 
followers, say by minimising uncertainty. Variable 29 
appears as a monopole region. 
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fig. 37b SSA for LBIMFT2,3vl 
The 3v1 plot has the majority of variables displayed in the 
left hand quadrants. The four variables not so distributed 
form a region containing 14,16,19 and 28, that is, 
ambiguity management, modelling commitment, administrative 
efficiency-and transformational structuring. These seem to 
suggest 'uncertainty reduction' as a suitable label. The 
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second major region exists in the lower left hand quadrant 
and comprises variables 8 (follower consideration), 9 (team 
management), 12 (instrumental justification), 13 (role 
integration projection) and 21 (follower fit). 
These variables seem to suggest the leader building a team 
by explanation, integration of followers and projecting his 
own ability to act as the leader. Thus leader 
projection-team integration seems an appropriate label. 
Also based in the lower left hand quadrant, a region exists 
which seems to group variables 5 (verbal feedback 
implementation), 6 (follower equality and worth), 23 
(vertical communication promotion), 24 (communication 
monitoring) and 32 (active interaction facilitation). This 
is obviously concerned with communication and variable 6 
(follower equality and worth) includes the 'follower worth' 
dimension. In some respects, it would have been 
anticipated that variable 6 would have been combined with 
variable 8 in the previous group. However, it is not 
impossible for two regions to have overlapping construct 
components while in actual fact suggesting different 
influence mechanisms. Thus this area is labelled 
'communication-follower worth'. In the centre of the 
region, variables 3 (cohesion facilitation), 18 (predictive 
accuracy), 22 (leader value) and 30 (communication of task 
structure) seem to suggest 'team building by leader 
communication and task structure'. 
The fifth region in the 3v1 plot for LBIMFT2 contains 
variables 1 (minimal distance), 2 (cohesion promotion), 26 
(follower worth) and 31 (team coordination). These seem to 
suggest team building by the leader having close contact 
with the followers and conveying that he values their 
contributions. Thus it is labelled 'team building by 
follower worth transmission'. A minor group appears to 
exist in the upper left hand quadrant which contains 
variables 7 (transformational communication), 20 
(initiating structure) and 25 (task facilitation). This 
suggests follower transformation by structure. Variables 4 
(individual transformation), 10 (positive follower concept) 
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and 11 (affective transformation) seem to suggest 
individual follower transformation by transmission of 
affect regarding follower worth. Hence it is labelled 
'transformation by affect transmission). Variables 27 
(transformational modelling) and 29 (task modelling) 
suggest a dipole which we can label 'modelling'. Variables 
15 and 17 appear tp exist as monopole regions. 
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fig. 37c SSA for LBIt1FT2,3v2 
The 3v2 plot contains a major region of seven variables in 
the lower left hand quadrant. These are 1 (minimal 
distance), 3 (cohesion facilitation), 18 (predictive 
accuracy), 19 (administrative efficiency), 22 (leader 
value), 23 (vertical communication promotion) and 30 
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(communication of task structure). This seems to suggest a 
cohesive process which produces a 'tight unit' by 
communication and the leader displaying skill as regards 
his ability to fulfil his role and to anticipate future 
events. It is undoubtedly a complex region but one which 
may be labelled 'cohesion by communication' and 'leader 
efficiency-present and future'. The lower left hand 
quadrant contains variables 6 (follower equality and 
value), 8 (follower consideration), 10 (positive follower 
concept) and 24 (communication monitoring). Although the 
position of variable 24 is such that it might be considered 
as part of the adjacent group immediately to the right, if 
it is included in this area a construct of leader influence 
by displaying follower worth as a result of listening to 
follower communication may be suggested. The actual region 
to the right contains variables 5 (verbal feedback 
implementation), 9 (team management), 12 (instrumental 
justification), 13 (role integration projection), 17 
(affective projection) and 21 (follower fit). This is very 
difficult to interpret. Perhaps the closest we can get is 
'general environmental structuring' although this does, it 
has to be admitted, leave much to be desired. The fourth 
major region contains variables 15 (decision making), 16 
(modelling commitment), 20 (initiating structure) and 26 
(follower worth). This again presents problems, 
particularly with regard to variable 26. Leader projection 
seems the most suitable label although extremely vague. 
Variables 2 (cohesion promotion), 7 (transformational 
communication) and 14 (ambiguity management) seem to 
suggest team building by uncertainty management as a result 
of communication which acts to increase follower 
performance. Hence the label could be 'team 
building-uncertainty management'. Variables 4 (individual 
transformation), 11 (affective transformation) and 32 
(active interaction facilitation)'seem to suggest 
'transformation by team interaction'. Variables 28 
(transformation modelling) and 31 (team coordination) point 
to 'management by modelling'. Variables 25,27 and 29 
(... appear) 
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TABLE 25 REGIONS OF INFLUENCE LBIMFT2 
MAJOR REGIONS 
2v1 plot Episode structure-commun. 1 
-follower worth 5 
Team building-leader efficiency 
Team-transformation 
3v1 plot Uncertainty reduction 
Leader projection-team integration 
Communication-follower worth 
Team building-communication of 
task structure 
Team building-follower worth 
transmission 
3v2 plot Cohesion by communication and 
leader efficiency past/present 
Transmission of follower worth by 
communication monitoring 
General environmental structuring 
Leader projection 
a, 
MINOR REGIONS 
2v1 plot Uncertainty reduction 14 
17 
28 
3v1 plot Transformation by 4 
affect transmission 10 
11 
Follower transformation 7 
by structure 20 25 
3v2 plot Team building by uncertainty 2 
management 7 
14 
Transformation by team interaction 4 
11 
32 
DIPOLE REGIONS 
2v1 plot Performance enhancement 7 
by communication 32 
Modelling 16 
27 
Follower worth-prediction 8 
18 
3vl plot Modelling 27 
3v2 plot Management by modelling 28 31 
Page 215 
appear to exist as monopole regions. 
Thus we arrive at the major, minor and dipole regions of 
influence as overleaf in table 25. 
The resultant triad model of influence regions thus appears 
as below in fig. 38. 
fig. 38 Triad influence model forLBIMFT2 
Team building- 
leader efficiency 
Team transformation Uncertainty reduction 
MAJOR REGIONS 
Transmission of Communication monitoring 
follower worth 
0 
9 
a 
Transformation by 
affect transmission 
I MINOR REGIONS 
Follower Transformation by 
transformation team interaction 
by structure 
0 
0 
0 
DIPOLE REGIONS 
Performance Modelling Follower worth-prediction 
enhancement 
by communication 
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7.3 SSA plots for leader data 
Analysis of the leader sub-matrices presented something of 
a problem in that the subject samples were relatively 
small, certainly compared with the subject samples for the 
follower data. It was not possible to utilise the 
reduction process for each submatrix in the manner used for 
the follower submatrices because the statistical method 
used would not have been sound with such small samples. 
The values of N for each SSA plot are as follows: 
Leader recce data N=6 
Leader standing data N=6 
Leader fighting data N=6 
Leader data time slice 1 N=9 
Leader data time slice 2 N=9 
(N=Number of subjects. ) 
It was decided that the most practical approach was to use 
the reduced variable set as obtained with the reduction 
process for the total data set which constituted the LBIML 
matrix. For convenience this is shown overleaf in 
table 26. It can be seen that the resultant data set 
contains eighteen variables. It must be said that the data 
set is far from ideal in that it is unrealistic to expect 
reliable results and conclusions from such small values of 
N. However, as has already been stated several times, we 
are primarily concerned with developing a methodology for 
analysing episodic leadership situations rather than to 
rely on specific results at this stage. Thus the results 
of the leader SSA's are presented as they give an 
indication of how the method might be employed. 
It might be argued that both Kruskal's Stress and the 
Coefficient of Alienation are both very small in the 
LBIMLR/S/F/T1/T2 plots. The obvious solution is to reduce 
the dimensions of the solution space. However, it is 
contended that the minimum acceptable dimensionality for 
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TABLE 26 VARIABLE SPECIFICATION LBINL 
Var No Title 
1 (1) Minimal Distance 
2 (4) Individ. Transformation 
3 (5) Verbal Fb. Implementation 
4 (6) Overt Transformation 
5 (8) Follower Equ. and Value 
6(13) Positive Follwr. Concept 
7(17) Ambiguity Management 
8(18) Decision Making 
9(24) Predictive Accuracy 
10(25) Authority Excess 
11(26) Role Assignment 
12(31) Follower Fit 
13(33) Vertical Commn Promotion 
14(35) Task Facilitation 
15(36) Follower Worth 
16(40) Transfmnal. Structuring 
17(43) Team Coordination 
18(44) Active Intern. Faciln. 
EXCLUDED VARIABLES 
2 Cohesion Promotion 
3 Cohesion Facilitation 
7 Auth. Under Achievement 
9 Transfml. Communication 
10 Inappropriate Delegation 
11 Follower Consideration 
12 Team Management 
14 Affective Transformation 
15 Instr. Justification 
16 Role Integrn. Projection 
19 Structural Rigidity 
20 Modelling Commitment 
21 Affective Projection 
22 Autocratic decsn. making 
23 Instrumental Drive 
27 Leader Role Definition 
28 Initiative Suppression 
29 Admin. Efficiency 
30 Initiating Structure 
32 Leader Value 
34 Communication Monitoring 
37 Task Transformation 
38 Task Demand Level 
39 Transfmnal. Modelling 
41 Task Modellin 
42 Commn of Task Structure 
Page 218 
our purposes is 2. The 2-dimensional plots for all the 
leader sub-matrices are virtually identical to the 2v1 
plots in each case. The advantage of choosing the 
3-dimensional space is that added insight is gained as to 
the grouping with no penalty. 
7.3.1 SSA for leader recce data (LBIMLR) N=6 
The values of Kruskal's Stress and the Guttman-Lingoes 
Coefficient of Alienation are both extremely small for this 
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fig. 39a SSA for LBIMLR, 2v1 
data set which would suggest that it is not necessary to 
use three dimensions for the solution. However, one of the 
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main aims was to be able to compare the mechanisms for each 
functional and temporal submatrix on a common solution 
dimensionality. Thus the three dimensional solution is 
used despite the obvious shortcomings. 
The 2v1 plot may be conveniently divided into three major 
regions and one dipole region. The first of the major 
regions may be identified in the lower left hand corner of 
the plot and contains variables 3 (verbal feedback 
implementation), 4 (overt transformation), 10 (authority 
excess) and 18 (active interaction facilitation). These 
could be taken together to suggest the leader directing the 
followers to communicate and obviously implementing some of 
their contributed ideas. Thus it is labelled 'directed 
communication'. The second major grouping appears to be a 
quite dense region which contains variables 6 (positive 
follower concept), 8 (decision making), 9 (predictive 
accuracy), 13 (vertical communication promotion), 15 
(follower worth) and 16 (transformational structuring). 
These seem to suggest the leader enhancing follower 
performance by creating an environment such that follower 
worth is transmitted while at the same time the leader is 
seen to be accurate in his decision making and prediction 
of events. Thus 'follower worth-leader accuracy' is chosen 
as a suitable label. 
The third identifiable region contains variables 1 (minimal 
distance), 2 (individual transformation), 7 (ambiguity 
management), 11 (role assignment), 14 (task facilitation) 
and 17 (team coordination). ' The underlying construct here 
seems to be the suggestion of a mechanism whereby the 
leader manages uncertainty by operating as close in 
psychological terms to the followers as possible thereby 
increasing their performance and building a team. Thus 
'distance structure-team transformation' is chosen as the 
label. 
A dipole region contains variables 5 (folower equality and 
value' and 12 (follower fit) which seem to suggest 'valued 
follower integration'. 
The 3v1 plot is a little more difficult to interpret. 
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However, it does seem to lend itself to being divided into 
three major regions and a dipole region. The first of the 
three major regions is the same as in the 2v1 plot and 
contains variables 3,4,10 and 18 which were combined to 
give the construct 'directed communication'. The second 
major region appears to exist at the lower right hand 
corner and contains variables 7 (ambiguity management), 8 
(decision making), 9 (predictive accuracy), 11 (role 
assignment) and 17 (team coordination). 
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fig. 39b SSA for LBIFILR, 3v1 
Part of this region has already been identified in the 2v1 
plot and in that situation related to 'distance 
structure-team transformation'. Thus an appropriate label 
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would appear to be 'structure', bearing in mind the 
replacement of variables 1,2 and 14 with variables 8 and 9. 
The third major group seems to contain variables 1 (minimal 
distance), 2individual transformation), 5 (follower 
equality and value), 6 (positive follower concept), 12 
(follower fit), 13 (vertical communication promotion) and 
15 (follower worth). These seem to suggest the idea of 
communication of follower worth by close communication 
between the leader and followers. Hence the region is 
labelled 'follower worth-close communication'. 
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fig. 39c SSA for LBIMLR, 3v2 
Variables 14 (task facilitation) and 16 (transformational 
structuring) seem to suggest 'structure-task promotion'. 
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TABLE 27 REGIONS OF INFLUENCE LBIMLR 
MAJOR REGIONS 
2v1 plot Directed communication 3 
4 
10 
18 
Distance structure-team trans 1 
2 
7 
11 
14 
17 
Follower worth-leader accuracy 6 
8 
9 
13 
15 
16 
3v1 plot Directed communication 3 
4 
10 
18 
Follower worth-close communcn. 1 
2 
5 
6 
12 
13 
15 
Structure 7 
8 
9 
11 
17 
DIPOLE REGIONS 
2v1 plot Follower worth integration 5 
12 
3v1 plot Structure-task promotion 14 
16 
3v2 plot Follower worth integration 5 
12 
Structure-task promotion 14 
16 
N. B There appear to be no minor regions which 
are easily identifiable. 
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The 3v2 plot is so densely packed in the lower left hand 
quarter that it is virtually impossible to detect any 
specific regions other than a densely packed grouping 
containing variables 1,2,3,4,6,7,8,9,10,11,12,13,15,17 and 
18 which is so complex it is impossible to label. 
Variables 5 (follower equality and value), 12 (follower 
fit) seem to form a dipole of 'follower worth-integration' 
with variables 14 (task facilitation) and 16 
(transformational structuring) suggesting 'task structure'. 
Table 27 shows the major, minor and dipole groupings which 
lead us to the triad model below. 
fig. 40 Triad influence model for LBIMLR 
Directed communication 
Distance structure Follower worth 
team transformation leader accuracy 
MAJOR REGIONS 
Follower worth- 
close communication 
NO IMINOP.. REGIONS 
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7.3.2 SSA for leader standing data (LBIMLS) N=6 
The values of Kruskal's Stress and the Guttman-Lingoes 
Coefficient of Alienation are again both extremely small 
for this data set. However, for reasons already stated it 
is the three dimensional solution which is the most 
appropriate. 
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fig. 41a SSA for LBIMLS, 2v1 
The 2v1 plot may be conveniently divided into three major 
regions, albeit that this process is less than easy due to 
the compressed nature of the plot. The first of these 
regions appears in the lower left hand corner of the plot 
and contains variables 1 (minimal distance), 5 (follower 
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equality and value), 11 (role assignment), 12 (follower 
fit), 13 (vertical communication promotion) and 15 
(follower worth). These variables seem to convey the idea 
of the leader minimising the 'distance' between himself and 
the followers and acknowledging follower worth. This in 
itself is interesting because the standing patrols were all 
led by non-commissioned officers of corporal rank who by 
nature of their status in the military system were much 
more aligned to the rest of the patrol members in terms of 
attitudes and so forth. Thus it seems that leader-team 
integration by enhanced communication seems appropriate 
with the leader using as an influence mechanism his own 
position and integration into the team. The second major 
region could be said to contain variables 2 (individual 
transformation), 4 (overt transformation), 14 (task 
facilitation), 16 (transformational structuring) and 17 
(team coordination). There is obviously a considerable 
degree of transformation attached to this group of 
variables, that transformation being implemented it would 
appear by the leader's efforts to structure the task and 
build the team. Thus a suitable label would appear to be 
'transformation by structure/team'. The third major region 
of the 2v1 plot contains variables 3 (verbal feedback 
implementation), 6 (positive follower concept), 9 
(predictive accuracy) and 18 (active interaction 
facilitation). These could be said to be concerned with 
the communication process and its role in conveying 
follower worth by the leader minimising uncertainty by 
predicting accurately the outcome of various situations. 
Thus the label 'interaction worth-uncertainty management' 
would seem appropriate. There appears to be a dipole in 
the region which consists of variables 7 (ambiguity 
management) and 8 (decision making) which again indicate 
the idea of uncertainty reduction. Variable 10 appears to 
indicate a monopole region. 
It is possible to identify two possible major regions in 
the 3v1 plot. Firstly, variables 1 (minimal distance), 7 
(ambiguity management), 8 (decision making), 11 (role 
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assignment), 13 (vertical communication promotion) and 15 
(follower worth) seem to suggest leader-team as with the 
previous plot except that the notion of decision 
making/uncertainty management seems to be involved in this 
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fig. 41b SSA for LBIMLS, 3v1 
particular plot. Thus leader-team integration/uncertainty 
management seems an appropriate label. The second, much 
larger region contains a number of variables including 2 
(individual transformation), 4 (overt transformation), 5 
(follower equality and value, 6 (positive follower 
concept), 9 (predictive accuracy), 12 (follower fit), 14 
(task facilitation), 16 (transformational structuring) and 
17 (team coordination). This is a highly complex region 
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but one which seems to suggest transformation as a result 
of transmission of follower worth by uncertainty reduction 
and team building. Thus the label 'transformation-team 
worth' seems appropriate. Variables 3 (verbal feedback 
implementation) and 18 (active interaction facilitation) 
convey the idea of interaction and feedback promotion 
existing as a possible influence mechanism in that the 
resultant enhanced feeling of importance perceived by the 
followers will result in increased performance. As with 
the 2v1 plot, variable 10 would appear to indicate a 
monopole region. 
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fig. 41c LBIMLS, 3v2 
The 3v2 plot is even more compressed than the previous two 
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graphs just discussed. Once again it seems that the 
leader-team integration aspect emerges in a major region 
which contains variables 1 (minimal distance), 5 (follower 
equality and value), 10 (authority excess), 12 (follower 
fit) and 15 (follower worth). The exception here, of 
course, is the inclusion of variable 10 which in previous 
plots was a monopole. This once again points to one of the 
difficulties of analysing the SSA plots that is, which of 
the three dimensions is the most valid? It seems that 
there is much to commend the principle of trying to extract 
the most contiguous regions from all three plots and using 
the redundancy reduction principle on which the current 
analysis is based. 
The second possible major region appears in the lower left 
hand corner of the 3v2 plot and contains variables 3 
(verbal feedback implementation), 8 (decision making), 11 
(role assignment), 13 (vertical communication promotion) 
and 18 active interaction facilitation), These seem to 
point to interaction and communication with a reference to 
decision making. Thus the label might be 
'interaction-communication,. The resultant third major 
region in this plot contains variables 2 (individual 
transformation), 4 (overt transformation), 6 (positive 
follower concept), 7 (ambiguity management), 9 (predictive 
accuracy), 14 (task facilitation), 16 (transformational 
structuring) and 17 (team coordination). This is once 
again concerned with transformation with the overlays of 
uncertainty reduction and transmission of follower worth. 
Thus transformation worth-uncertainty reduction is the 
chosen label. 
Thus we arrive at the regions of influence outlined in 
table 28 overleaf and the result triad model of fig 42. 
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TABLE 28 REGIONS OF INFLUENCE LBIMLS 
MAJOR REGIONS 
2v1 plot Transformation by structure/team 
Leader-team integration 
Interaction-worth/uncertainty mangt. 
3v1 plot Leader-team intgrn/uncertny mngt. 
Transformation-team worth 
3v2 plot Leader-team integration 
Interaction-communication 
Transformation by uncertainty redn. 
DIPOLE REGIONS 
2v1 plot Uncertainty reduction 
3v1 plot Feedback interaction 
2 
4 
14 
16 
17 
1 
5 
11 
12 
13 
15 
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18 
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Thus we arrive at a possible triad model of the influence 
channels as in fig 42 below. 
fig. 42 Triad influence model for LBIMLS 
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7.3.3 SSA for leader fighting data (LBIMLF) N=6 
The values of Kruskal's Stress and the Guttman-Lingoes 
Coefficient of Alienation are again both extremely small 
for this data set. 
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fig. 43a SSA for LBIMLF, 2v1 
The 2v1 plot may be conveniently divided into one major 
region, three minor regions, one dipole and three monopole 
regions. The left hand part of the plot contains variables 
3 (verbal feedback implementation), 5, (follower equality 
and value) and 18 (active interaction facilitation) which 
relate to communication promotion and perhaps acknowledging 
follower worth by implementing some of their suggestions. 
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Thus the region is labelled 'communication-worth'. The 
major region of the 2v1 plot contains variables 2 
(individual transformation), 4 (overt transformation), 14 
(task facilitation) and 16 (transformational structuring). 
This seems to suggest the notion of 'transformation by task 
structure', a construct already identified in earlier 
discussions. To the right of this region variables 7 
(ambiguity management), 8 (decision making) and 17 (team 
coordination) seem to suggest uncertainty management by 
team building and decision making although this is rather a 
tenuous construct. Variables 6 (positive follower 
concept), 12 (follower fit) and 15 (follower worth) quite 
clearly relate to follower consideration and form an 
identifiable cluster. 
A dipole region is formed by variables 9 (predictive 
accuracy) and 11 (role assignment) which again present the 
idea of uncertainty reduction. Variables 1,10 and 13 seem 
to suggest monopole regions. 
The 3v1 plot displays quite a wide separation between the 
variables although they are all situated in the lower half 
of the graph. Variables 7 (ambiguity management), 8 
(decision making), 9 (predictive accuracy), 11 (role 
assignment) and 17 (team coordination) seem to suggest 
uncertainty reduction by team building. Moving further to 
the left on the plot, variables 6 (positive follower 
concept), 12 (follower fit), 14 (task facilitation) and 15 
(follower fit) could suggest influence by communicating 
follower worth in the form of making the task easier to 
accomplish and may be labelled 'consideration-task 
facilitation'. A central band may be drawn across the plot 
which links variables 1 (minimal distance), 2 (individual 
transformation), 4 (overt transformation), 13 (vertical 
communication promotion) and 16 (transformational 
structuring). This seems to suggest influence by 
'communication-tightness' that is the leader forming close, 
effective communication links with the followers. 
Variables 3 (verbal feedback implementation) and 18 (active 
interaction facilitation) suggest the promotion and 
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implementation of follower contributions. 
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fig. 43b SSA for LBIMLF, 3v1 
Variables 5 and 10 appear as monopole regions. 
The 3v2 plot is much less easy to interpret because the 
variables are very much compressed into the lower left hand 
corner of the graph. However, although the major region is 
virtually impossible to subdivide with any degree of 
conviction, it is possible to identify a minor region 
containing variables 5 (follower equality and value), 12 
(follower fit) and 15 (follower worth) which clearly 
suggest the construct of follower value. It is also 
possible to identify a dipole region containing variables 
14 (task facilitation) and 16 (transformational 
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structuring) which could be taken to suggest influence by 
structuring the task such that the followers' performance 
is enhanced. 
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fig. 43c SSA for LBIMLF, 3v2 
It is difficult to justify separation of the central region 
into meaningful zones. 
The identification of major, minor and dipole regions leads 
us to the regions of influence as in table 29 overleaf and 
subsequently to the triad model of fig 44. 
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TABLE 29 REGIONS OF INFLUENCE LBIMLF 
MAJOR REGIONS 
2v1 plot Transformation by task structure 
3v1 plot Uncertainty redn. by team building 
Consideration-task facilitation 
Communication tightness 
MINOR REGIONS 
2v1 plot Communication worth 
Uncertainty mangt. by team building 
Follower consideration 
3v1 plot NONE 
3v2 plot Follower value 
DIPOLE REGIONS 
2v1 plot Uncertainty reduction 
3v1 plot Promotion of follower contribn. 
3v2 plot Transformational structure 
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fig. 44 Triad influence model for LBIMLF 
Transformation by task structure 
Uncertainty reduction Consideration 
by team building -task facilitation 
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7.3.4 SSA for leader data time slicel (LBIXLT1) N=9 
Although the Kruskal's Stress and the Guttman-Lingoes 
Coefficient of Alienation are again both small for this 
data set, the 2v1 plot displays the variables with a 
reasonably wide variation of position. 
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fig. 45a SSA for LBIMLT1,2vl 
Variables 7 (ambiguity management), 8 (decision making), 9 
(predictive accuracy), 11 (role assignment) and 17 (team 
coordination) seem once again to suggest uncertainty 
management by role assignment and team building and thus 
may be grouped as a major region. Another suggested major 
region contains variables 6 '(positive follower concept), 12 
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(follower fit), 15 (follower worth) and 16 
(transformational structuring) which together seem to 
suggest the leader creating an environment in which 
'worthwhile' followers may develop their ability. Thus the 
region is labelled 'structure-worth'. Two minor regions 
may be identified in this plot. 
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fig. 45b SSA for LBIMLT1,3v1 
Firstly, variables 1 (minimal distance), 2 (individual 
transformation) and 13 (vertical communication promotion) 
once again suggest transformation by the leader maintaining 
close communication with the followers and may be labelled 
'communication transformation'. The other minor region 
contains variables 3 (verbal feedback implementation), 4 
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(overt transformation) and 18 (active interaction 
facilitation) which seem to suggest transformation by 
encouraging follower communication. Variables 5,10 and 14 
appear to exist as monopole regions. 
Moving on to the 3v1 plot, it appears that two major 
regions may be conveniently identified. Variables 7 
(ambiguity management), 8 (decision making), 9 (predicitive 
accuracy), 11 (role assignment) and 17 (team coordination) 
seem to suggest once again the construct of uncertainty 
management by team structure and building. The other major 
region contains variables 1 (minimal distance), 2 
(individual transformation), 13 (vertical communication 
promotion), 14 (task facilitation) and 16 (transformational 
structuring) which seems to combine the ideas of 
transformation by communication and task structure. Two 
minor regions may be identified. Firstly, variables 6 
(positive follower concept), 12 (follower fit) and 15 
(follower worth) may be grouped to suggest a general 
impression of follower worth. Variables 4 (overt 
transformation), 5 (follower equality and value) and 18 
(active interaction facilitation) may be considered 
together to suggest 'transformation by interaction 
encouragement'. 
Variables 3 and 10 would appear to indicate monopole 
regions. 
The 3v2 plot is more difficult to interpret as has been the 
case with some of the earlier 3v2 plots. 
Once again we see the situation where the majority of the 
variables appear in a compressed region in the lower left 
hand quadrant of the graph and it is difficult to isolate 
regions of contiguity. However, it is possible to identify 
the regions which might conceivably contain some of the 
peripheral variables. In particular, variables 2 
(individual transformation), 12 (follower fit), 14 (task 
facilitation) and 16 (transformational structuring) do lend 
themselves to the construct of follower transformation by 
integration into the team and task facilitation by the 
leader. However when variables such as 10 (authority 
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excess) and 15 (follower worth) are so closely situated it 
is difficult to justify that this particular plane of the 
solution space displays any really valid regions. 
However, variables 2,12,14 and 16 could be considered to 
suggest integration-task facilitation. 
Variables 3 and 5 appear as monopole regions. 
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fig. 45c SSA for LBIMLT1,3v2 
This leads us to a set of regions as overleaf in table 30 
and the resultant triad model of fig 46. 
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TABLE . 
30 REGIONS OF INFLUENCE LBIMLTI 
MAJOR REGIONS 
2vl plot Uncertainty management 7 
8 
9 
11 
17 
Structure-worth 6 
12 
15 
16 
3v1 plot Uncertainty management 7 
8 
9 
11 
17 
Transformn. by commn. and task structure 1 
2 
13 
14 
16 
3v2 plot Integration-task facilitation 2 
12 
14 
16 
MINOR REGIONS 
2v1 plot Communication-transformation 1 
2 
13 
Transformn. by follower communication 3 
4 
18 
3v1 plot Follower worth 6 
12 
15 
Transformn. by interaction encourgmt. 4 
5 
18 
3v2 plot None 
DIPOLE REGIONS 
2v1,3v1,3v2 plots None 
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fig. 46 Triad model for LBIMLT1 
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7.3.5 SSA for leader data time slice2 (LBIMLT2) N=9 
Although the Kruskal's Stress and the Guttman-Lingoes 
Coefficient of Alienation are again both small for this 
data set, the 2v1 plot displays the variables with a 
reasonably wide variation of position. 
100 
95 
90 
85 
80 
75 
70 
85 
80 
55 
50 
45 
40 
35 
30 
25 
20 
15 
10 
5 
-5 
-10 
-15 
-20 
-25 
-30 
-35 
-40 
-45 
-50 
-55 
-60 
-65 
-70 
-75 
-80 
-85 
-90 
-95 
-100 
Follower communication encouragement 
Uncertainty management 
-follower worth 
100 
95 
90 
85 
80 
75 
70 
65 
80 
55 
50 
45 
40 
35 
30 
25 
20 
15 
10 
5 
-5 
-10 
-15 
-20 
-25 
-30 
-35 
-40 
-45 
-50 
-55 
-60 
-65 
-70 
-75 
-80 
-85 
-90 
-95 
-100 
-100 -90 -80 -70 -60 -50 -40 -30 -20 -10 10 20 30 40 50 60 70 80 90 100 
fig. 47a SSA for LBIMLT2,2v1 
There appear to be two major regions in this plot. 
Firstly, variables 1 (minimal distance), 12 (follower fit), 
13 (vertical communication promotion) and 15 (follower 
worth) could be said to suggest influence by the leader 
displaying that he values the followers by minimizing 
distance and maximizing the communication effort. Thus 
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communication worth is the chosen label. The other major 
region in this plot could be said to contain variables 7 
(ambiguity management), 8 (decision making), 11 (role 
assignment) and 17 (team coordination). This appears to 
link uncertainty management with team building. 
Two minor regions seem to exist. Firstly variables 2 
(individual transformation), 6 (positive follower concept) 
and 9 (predictive accuracy) could suggest the idea of 
follower performance being enhanced by the leader's 
predictive accuracy. This could perhaps make it more 
satisfying to be a follower, the reduced uncertainty being 
perceived by the followers as a demonstration of the 
leaders's positive concept of their worth. 
The other minor region appears to contain variables 3 
(verbal feedback implementation), 5 (follower equality and 
value) and 18 (active interaction facilitation). This 
seems to convey the idea of follower interaction and 
communication encouragement. 
Two dipole regions present themselves as a result of the 
major and minor region divisions. Firstly, variables 4 
(overt transformation) and 10 (authority excess) suggest 
the idea of 'drivership'. Variables 14 (task facilitation) 
and 16 (transformational structuring) suggest the idea of 
task structure. 
The 3v1 plot displays two possible major regions. Firstly, 
a densely structured region contains variables 1 (minimal 
distance), 2 (individual transformation), 6 (positive 
follower concept), 9 (predictive accuracy), 13 (vertical 
communication promotion) and 15 (follower worth). This is 
again a complex region but one which identifies follower 
value and 'closeness' of communication contact. Thus it 
is labelled 'communication-worth'. The other major region 
contains variables 7 (ambiguity management), 8 (decision 
making), 11 (role assignment) and 17 (team coordination). 
As before, this region is labelled 'uncertainty 
management-team building'. 
A minor region may be identified which contains variables 3 
(verbal feedback implementation), 5 (follower equality and 
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value) and 18 (active interaction facilitation). This 
again has already been identified in the 2vl plot and is 
labelled 'follower communication encouragement'. 
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fig. 47b SSA for LBIMLT2,3v1 
Variables 4 (overt transformation) and 10 appear once again 
as a dipole which has already been labelled 'drivership'. 
Variable 12 remains as a monopole region.. 
The most significant major region in the 3v2 plot contains 
variables 1 (minimal distance), 5 (follower equality and 
value), 11 (role assignment), 13 (vertical communication 
promotion), 15 (follower worth) and 18 (active interaction 
facilitation). This is obviously a complex region once 
again although the ideas of follower worth and 
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communication promotion seem prevalent. Another major 
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fig. 47c SSA for LBIMLT2,3v2 
region seems to contain variables 2 (individual 
transformation), 3 (verbal feedback implementation), 6 
(positive follower concept), 9 (predictive accuracy) and 12 
(follower fit). This could suggest transmission of 
follower worth by the leader making attempts to minimize 
uncertainty and promoting communication. The third major 
region contains variables 4 (overt transformation), 7 
(ambiguity management), 8 (decision making), 10 (authority 
excess) and 17 (team coordination). This seems to suggest 
the leader exercising control to minimize uncertainty and 
is thus similar to, but not identical with, the previous 
(... region. ) 
Page 247 
TABLE 31 REGIONS OF INFLUENCE LBIMLT2 
MAJOR REGIONS 
2v1 plot Communication worth 
Uncertainty management-team building 
3vl plot Communication worth 
Uncertainty management-team building 
3v2 plot Communication promn. -follwr worth 
Min. uncertainty-communication 
Control-uncertainty management 
MINOR REGIONS 
2v1 plot Follower comm. encouragement 
Uncertainty mgt. -follower worth 
3v1 plot Follower commn. encouragement 
DIPOLE REGIONS 
2v1 plot Drivership 
Task structure 
3v1 plot Drivership 
Task structure 
3v2 plot Task structure 
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region. 
The remaining region is based on a dipole containing 
variables 14 (task facilitation) and 16 (transformational 
structuring) which suggests influence by creating task 
structure. 
Table 31 overleaf shows the respective major, minor and 
dipole regions while the triad model is shown below in 
figure 48. 
fig. 48 Triad influence model for LF3ItILT2 
Communication worth 
Uncertainty management Communication promotion 
-team building follower worth 
MAJOR REGIONS 
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7.4 MSA plots for leader, follower and total data 
The NSA plot shows the distribution of the subjects based 
on their perception of all the variables. In all cases 
unique profiles resulted showing that no two subjects 
shared identical perceptions of the leader's operation. 
Although an individual, weighted plot is produced for each 
variable, it is the distribution over all the variables 
which is of most use in attempting to classify the subjects 
into types. 
There are a number of aspects where the MSA can provide a 
useful insight into the differences in leader influence 
perception: 
1. To consider the differences between the same 
person's perception of his operation in 
different situations. 
2. To identify differences -between 'NCO' and 
'officer' leadership. 
3. To consider leadership differences 
according to function. 
4. To consider leadership differences according 
to time slices. 
5. To consider a possible differences in 
leadership perception which could 
result from role position. 
The three 2-dimensional MSA plots are now considered with 
regard to subject data. 
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7.4.1 NSA for leader data LBIML. MSA 
The subjects whose responses over the variable set are 
displayed in the above NSA are as follows: 
TABLE 32 Leader identification 
Sub(Abs) Patrol Function Time slice Off/NCO Individual 
1 (1) 1RP1 R 1 Off A 
2 (1) 1RP2 R 2 Off A 
3 (10) 1SP1 S 1 NCO B B% A 
4 (10) 1SP2 S 2 NCO B 
5 (1) 1FP1 F 1 Off A 
6 (1) 1FP2 F 2 Off A 
7 (31) 2RP1 R 1 Off C 
8 (31) 2RP2 R 2 Off C 
9 (35) 2SP1 s 1 NCO DC 
10 (44) 2SP2 S 2 NCO E 
11 (31) 2FP1 F 1 Off C 
12 (31) 2FP2 F 2 Off C} 
13 (61) 3RP1 R 1 Off F 
14 (61) 3RP2 R 2 Off F 
15 (76) 3SP1 S 1 NCO GF 
16 (83) 3SP2 S 2 NCO H 
17 (61) 3FP1 F 1 Off F 
18 (61) 3FP2 F 2 Off F 
A noticeable feature with the data collection was that 
although eighteen episodes each with a leader were studied, 
there were in reality only eight different leaders as can 
be seen from table 32 above. However each situation was 
unique in terms of the mix of function, time slot and 
follower composition so it is maintained that we are in 
fact dealing with eighteen different leadership episodes. 
i:. ß. In Table 32, Suh=Leadership situation, Leader 
Subject Number. 
Abs=Absolute Subject Number for identification. 
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Figure 49a, b and c show the two dimensional >ISA plot which 
may be divided into several regions. 
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fig 49a MS, A showing NCO/officer operation. 
In figure 49a, a boundary has been drawn to divide the 
solution space into 'NNCO' leadership and 'officer' leader 
ship with each region being subdivided into regions which 
represent the operation of the same individual. If we 
consider the NCO region first, we are dealing with the 
standing patrol situation in which two of the patrols were 
led by the same individual (1SP1 and 1SP2) and the plot 
shows that the subject involved (10) was reasonably 
consistent in his appraisal of his leadership operation (3 
and 4). The other standing patrols were all led by 
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different individuals and so are simply represented as 
monopole regions or points. In each case, the officers led 
more than one patrol, firstly the recce patrol and then the 
associated fighting patrol in both time slicel and 24hrs 
later in time slice2. Leader A (1,2,5 and 6)constitutes a 
clearly defined but quite widely spread region. It is 
interesting to note that his perception of his operation 
varied quite considerably between the recce patrol and the 
associated fighting patrol (1 and 5 together with 2 and 6). 
However his perception of his operation in recce patrol 1 
and fighting patrol 2 is remarkably similar. It is as if 
he varied his operation condiserably between the first 
recce and fighting patrols (1 and 5), maintained a similar 
way of operating for the second recce patrol (locked into 
his operational role perhaps? ) and then returned to his 
original operation, possibly as a result of a relaxation 
effect as the end of the test period was due. 
Leader C shows considerable consistency with his perception 
of his operation with the recce patrols (7,8) being 
displayed as being very similar in operation and the 
fighting patrols (11,12), although there is an increased 
divergence between the second recce and fighting patrols 
compared to the first recce and fighting patrols. 
Leader F displays an interesting pattern. The first recce 
and fighting patrols (13,17) appear to be very closely 
situated which would indicate that the leader perceived 
himself as operating in a very similar manner in both 
situations. His operation altered somewhat for the second 
recce patrol (14) and quite dramatically for the second 
fighting patrol (18), so much so that the position of the 
second fighting patrol is very removed from the other three 
points. This is a very interesting observation because 
the individual concerned appeared to be feeling the effects 
of sleep deprivation and general strain much more 
noticeably than the other leaders. He became extremely 
irritable and very short tempered, displaying very little 
tolerance for his followers. 
Thus figure 49a displays most conveniently the distribution 
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of the leaders' perceptions of their operation, in 
particular it shows varying degrees of leader consistency 
together with a quite clear division between 'NCO' type 
leadership and 'officer' type leadership. 
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fig. 49b RISA showing patrol function 
Figure 49b shows the MSA solution space divided into 
regions'to show the functional distribution of the leader 
operation. The three regions relating to recce, standing 
and fighting operations are clearly identified, indicating 
that functional differences do have a possible influence on 
leader perception of operation. 
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In figure 49c, a boundary has been drawn to indicate the 
regions relating to time slice 1 and time slice 2. It is 
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fig. 49c MSA showing time slice differences 
admitted that this boundary is convoluted. However the 
fact that it is possible to draw a continuous boundary 
is, in itself, a valid observation. 
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7.4.2 LISA for follower data LBIMF. tßSA 
The subjects whose responses over the variable set are 
displayed in the above MSA are as shown overleaf in 
table 33. 
There are a number of ways in which the MSA can be 
interpreted. 
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fig. 50a MSA for follower data by function. 
Firstly, it is possible to identify a region situated 
centrally in the plot which represents data from the recce 
patrol situation (1-18). Once this region is identified 
however, it is not possible to mark the region 
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TABLE 33 FOLLOWER DATA (For identification. ) 
Sub(Abs) Patri Fnct Time Rpt: Sub(Abs) Patrol Fnct Time Rpt 
1 (12) 1RP1 R 1 *12: 48 (22) 1FP2 F 2 *44 
2 (25) 1RP1 R 1 *25: 49 (24) 1FP2 F 2 *24 
3 (28) 1RP1 R 1 *23: 50 (27) 1FP2 F 2 *45 
4 (12) 1RP2 R 2 *12: 51 (33) 2FP1 F 1 *33 
5 (25) 1RP2 R 2 *25: 52 (36) 2FP1 F 1 *36 
6 (28) 1RP2 R 2 *28: 53 (38) 2FP1 F 1 *38 
7 (37) 2RP1 R 1 *37: 54 (40) 2FP1 F 1 *40 
8 (45) 2RP1 R 1 *45: 55 (47) 2FP1 F 1 *47 
9 (55) 2RP1 R 1 *55: 56 (48) 2FP1 F 1 *48 
10 (37) 2RP2 R 2 *37: 57 (50) 2FP1 F 1 
11 (45) 2RP2 R 2 *45: 58 (51) 2FP1 F 1 *51 
12 (55) 2RP2 R 2 : 59 (53) 2FP1 F 1 *53 
13 (63) 3RP1 R 1 *63: 60 (56) 2FP1 F 1 *56 
14 (74) 3RP1 R 1 : 61 (57) 2FP1 F 1 *57 
15 (89) 3RP1 R 1 *89: 62 (33) 2FP2 F 2 *33 
16 (63) 3RP2 R 2 *63: 63 (36) 2FP2 F 2 *36 
17 (74) 3RP2 R 2 : 64 (37) 2FP2 F 2 *37 
18 (89) 3RP2 R 2 : 65 (40) 2FP2 F 2 *40 
19 (11) 1SP1 S 1 *11: 66 (46) 2FP2 F 2 *46 
20 (15) 1SP1 S 1 *15: 67 (48) 2FP2 F 2 *43 
21 (21) 1SP1 S 1 *21: 68 (51) 2FP2 F 2 *51 
22 (11) 1SP2 S 2 *11: 69 (52) 2FP2 F 2 
23 (15) 1SP2 S *15: 70 (53) 2FP2 F 2 *53 
24 (21) 1SP2 S 2 *21: 71 (56) 2FP2 F 2 *56 
25 (42) 2SP1 S 1 : 72 (58) 2FP2 F 2 
26 (43) 2SP1 S 1 : 73 (62) 3FP1 F 1 *62 
27 (58) 2SP1 S 1 : 74 (63) 3FP1 F 1 *63 
28 (39) 2SP2 S 2 : 75 (68) 3FP1 F 1 *68 
29 (49) 2SP2 S 2 : 76 (71) 3FP1 F 1 
30 (57) 2SP2 S 2 : 77 (72) 3FP1 F 1 *72 
31 (64) 3SP1 S 1 : 78 (73) 3FP F 1 *73 
32 (70) 3SP1 S 1 : 79 (77) 3FP1 F 1 
33 (82) 3SP1 S 1 *82: 80 (78) 3FP1 F 1 *78 
34 (66) 3SP2 S 2 : 81 (31) 3FP1 F 1 *81 
35 (80) 3SP2 S 2 : 82 (84) 3FP1 F 1 
36 (81) 3SP2 S 2 : 83 (62) 3FP2 F 2 *62 
37 (4) 1FP1 F 1 : 84 (63) 3FP2 F 2 *63 
38 (5) 1FP1 F 1 : 85 (68) 3FP2 F 2 
39 (6) 1FP1 F 1 : 86 (69) 3FP2 F 2 
40 (8) 1FP1 F 1 : 87 (72) 3FP2 F 2 *72 
41 (9) 1FP1 F 1 : 88 (73) 3FP2 F 2 *73 
42 (17) 1FP1 F 1 : 89 (75)- 3FP2 F 2 
43 (20) 1FP1 F 1 : 90 (78) 3FP2 F 2 *78 
44 (22) 1FP1 F 1 *22: 91 (82) 3FP2 F 2 *82 
45 (27) 1FP1 F 1 *27: 92 (85) 3FP2 F 2 
46 (3) 1FP2 F 2 : 93 (86) 3FP2 F 2 
47 (9) 1FP2 F 2 *9: 94 (38) 3FP2 F 2 
N. B Sub= sequential subject number for analysis. 
Abs= absolute subject reference number. 
Patrl= Patrol identifier. Rpt=absolute subject number 
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takes part 
in more than 1 episode. 
corresponding to the standing patrol data with any degree 
of continuity. Although the region is undoubtedly situated 
in the right hand part of the plot, it becomes fragmented 
once the recce region is removed. A similar problem 
occurs if the standing data is marked first and then the 
recce region identified. 
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fig. 50b NSA for follower data by time slice 
Once these two regions are identified, the remainder of the 
plot corresponds to fighting patrol data. It is 
interesting, but not suprising to note that the fighting 
patrol data is widely dispersed throughout the region. 
Some 60%+ of the follower data is 'fighting' based and thus 
dominates the plot. It is of note, however, that a 
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definite region may be identified for the functions taken 
two at a time either 'recce' and 'fighting' or 'standing' 
and 'fighting'. 
-100-90 -80 -70 -60 -50 -40 -30 -20 -10 10 20 30 40 50 60 70 80 90 100 
100 
95 
90 
85 
80 
75 
70 
65 
60 
55 
50 
45 
40 
35 
30 
25 
20 
15 
10 
5 
-5 
-10 
-15 
-20 
-25 
-30 
-35 
-40 
-45 
-50 
-55 
-80 
-65 
-70 
-75 
-80 
-85 
-90 
-95 
-100 
eo 
72 
of 
e4 so 44 2 
ei 1 
se 
76 ap 61 
40 
e7 34 
e4 
7e x1 t9 
22 27 36 2 
63 79 
s7 
e6 
24 
es ei se 
ae 39 7 a9xe 
xý 
/ 
53 
so 
e 73 4 
e6 74 
öx x923 
55 7 
t e, e 
s4 
e2 
ss 13 
ee 
77.67 
42 
e7 
LBIMF. MSA 
811 113 
100 
95 
9o 
85 
80 
75 
70 
65 
60 
55 
50 
45 
40 
35 
30 
25 
20 
15 
10 
5 
-5 
-10 
-15 
-20 
-25 
-30 
-35 
-40 
-45 
-50 
-55 
-60 
-65 
-70 
-75 
-80 
-85 
-90 
-95 
-100 
-100 -90 -80 -70 -60 -50 -40 -30 -20 -10 10 20 30 40 50 60 70 80 90 100 
fig. 50c AMA for follower data by episode. 
The second way we can investigate the 14SA is to attempt to 
divide the solution space into regions containing responses 
for time slice 1 and time slice 2. This is shown in figure 
50b. The process is relatively easy where the points are 
separated by a reasonable distance. However where they are 
densely packed as at the right hand side of the plot 
successful division becomes impractical and is indicated by 
a dotted line. It would appear in general terms that 
responses do group according to time slice, those in the 
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upper part of the plot corresponding to time slice 1, those 
in the lower part corresponding to time slice 2, albeit 
that this division is subject to a 'fluid boundary' in the 
right hand side of the plot. 
The third way we can investigate the MSA is to consider 
whether or not the subjects group according to episode, 
that is for example points 1,2 and 3. In fact, it is 
impossible to do this successfully because the points are 
dispersed with one or two notable exceptions such as 10,12 
and 32,33. This aspect of the NSA is a useful one in that 
it could be used to explore the commonality of perception 
by followers of the leaders operation within the same 
episode. In the case of figure 50c, it would appear that 
there is in reality relatively little in the way of 'group 
norm' of perception of the leader's operation within given 
episodes. The regions which would correspond to specific 
episodes are so multiplexed that it is impossible to 
isolate them successfully. 
7.4.3 MSA for total subject data LBIMT. MSA 
The aim of producing this NSA was to see if it was possible 
to partition leaders and followers apart based on role when 
the responses for all variables were taken into account. As 
figure 51 shows, it is possible to create a relatively 
smooth boundary for officer leaders versus followers. 
However, the leaders of the standing patrols (all NCOs) are 
much more integrated into the follower region. For 
example, 3,4 and 9,10 and 15,16 are all distinct areas on 
the follower side of the boundary. In addition, the two 
fighting patrols for the third week of the exercise are 
also divorced from the main area together with the recce 
patrols for the same period. 
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fig. 51 MSA for total subject data 
It is interesting to note that the same leader was in 
command for all four of these 'deviant' patrols and that he 
was identified as displaying signs of a stress reaction. 
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7.5 Comparison of influence mechanisms. 
We are now in a position to draw together the threads 
regarding the influence mechanisms in the various 
situations and time slices of the data presented in the 
earlier sections. 
Table 34 overleaf displays the major and minor regions for 
the functional and temporal analyses of the SSA plots for 
the leaders and followers compared. Table 35 on Page 
displays the comparison between the major and minor regions 
for leaders, followers and total subject set over all 
situations and time slices. Dipole and monopole regions 
are not discussed on the basis that they represent 
relatively poorly defined regions. 
Firstly, we will compare the major and minor regions which 
appear to emerge in the three different functional 
situations from the viewpoints of both leaders and 
followers. In the reconnaissance situation, it seems that 
leaders appear to perceive the communication process as all 
important with directed communication and follower worth - 
close communication featuring as major regions. The other 
underlying theme here seems to be the notion of follower 
worth and transformation. The followers, however, seem to 
be concerned with more of the projective operation of the 
leader and his transmission of a positive attitude towards 
them. Team building also features strongly and this is 
quite predictable in view of the relatively stressful 
nature of the episode - close observation without being 
detected. This is perhaps indicative of a basic human need 
for social support from being part of a team which, when 
satisfied, enables an individual to cope more effectively 
with the demands of a situation. The leader' perceptions do 
not seem to provide any easily identifiable minor regions 
although there are two dipoles which seem to repeat the 
follower worth notion and include task structure. The 
follower regions, however, do seem to suggest a number of 
minor regions, in particular the notion once again of 
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team building (particularly by communication) and the 
integration of the followers into the team. Task structure 
and leader role competence are also represented. Here, 
then, is an interesting situation in which the followers 
appear to be much more concerned with the notion of being 
part of a team than is the leader who appears instead to be 
primarily concerned with his role as a communicator. This 
could well be due to the fact that all three officer 
leaders were relatively inexperienced and had fairly 
recently completed officer training at Sandhurst. There is 
a considerable emphasis on communication and projective 
skills in most officer training courses. What the present 
piece of research evidence would seem to suggest is that 
followers appear to be more concerned with being part of a 
team than is recognised by the leaders. 
In the standing patrol situation where 'NCO' leadership is 
operational, it seems that the leader perceives his 
influence mechanisms as being involved with integrating 
himself into the team (a fairly predictable observation) 
and with uncertainty reduction by structuring. The 
leader-team integration function seems to be concerned with 
interaction and communication with little emphasis on the 
leader's projection of himself. Thus it would appear that 
'officer' leadership seems to imply more in the way of 
projective leadership influence mechanisms whereas 'NCO' 
leadership seems to suggest more in the way of the leader 
operating with instrumental mechanisms. It is almost as if 
there is a parallel with the emergent versus designated 
leader situation with the NCO having to reinforce his role 
of leader by displaying role competence thus emulating the 
emergent leader. In contrast, the officers were, in all 
three weeks of the exercise situations, a product of the 
Sandhurst officer corps training process which aims to 
produce leaders with designated power as an 'elite' officer 
corps as opposed to 'emerging' from the ranks. 
With regard to the followers in the standing patrol 
situation, the two major regions seem to relate to 
uncertainty reduction and task modelling clarity. This 
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could, it is suggested, point to the followers placing 
greater emphasis on being shown what to do and having 
ambiguity minimised because of, firstly, the lack of 
projective influence from the leader and, secondly, the 
reduced distance between them and the leader. Perhaps the 
followers have less confidence in leadership from one who 
has emerged from their own group (i. e. promotion to NCO) 
than they do from an externally imposed, designated leader 
with well developed communication skills and hence 
projective influence. Interestingly enough, the idea of 
leader-follower distance is reflected in the minor regions 
with cohesion distance management and role value equality 
seeming to emerge. 
The fighting patrol situations are interesting from the 
leaders' perceptions of the major influence channels in 
that the notion of consideration for the followers 
(resulting in task facilitation) occurs. This could be a 
reflection of the leader's perception in this situation of 
an increased risk of death or wounding as regards his men 
and that the task is achieved through the efforts of his 
men. Thus they need to be looked after and protected as 
well as possible. It has to be remembered however that in 
this particular exercise situation the risk of actual death 
or injury was very small. However, the increased awareness 
of the importance of follower consideration is of interest. 
The other major regions which seem to emerge from the 
leader's perception relate to communication and uncertainty 
reduction by team building. The notion of the relationship 
between ambiguity management and team building is of 
interest and the importance of communication and contact 
with the team seems to emerge. 
The followers perceive quite a wide range of control 
influence mechanisms operating on them as a group. 
Communication, uncertainty reduction, transmission of 
mutual value and team building are all present but in 
particular two projective channels seem to emerge. These 
seem to relate to projection of professional indentity and 
modelling. This is interesting because it would thus 
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appear that in a combat (albeit pseudo-combat) situation, 
followers would be more influenced by the leader's 
projective operation (how he 'comes across') than perhaps 
the leader realises. This would, of course, point to the 
importance of such factors as non-verbal communication and 
a range of 'perceived leader qualities'. 
In the minor regions, the leaders' perceptions of the 
importance of follower consideration and communication are 
again reflected. The followers' minor regions also reflect 
their major ones with the perception of follower worth and 
leader projective influence being suggested. 
Now we will consider the shift in perception of leader 
operation taken across all three situations which seems to 
occur with the passage of time in a relatively demanding 
and hence stressful situation. If we consider the leader 
in the first time slot situation, the overall emphasis 
appears to be on two aspects: the importance of structure 
and the notion of follower worth and potential 
transformation. With the passage of time over a 24 hour 
period, this seems to shift to increased structure by 
control, team building (integration) and communication, 
follower worth still being identified. Thus it would 
appear that as the episode develops, the leader's operation 
moves towards feedback assessment with resultant control 
behaviour and maintenance of structure. The 
control-structure aspect could well be indicative of a 
stress coping mechanism with the leader trying to exert 
more influence to combat perceived demand level. 
From the followers' viewpoints, task briefing, attempts at 
individual transformation and team building (the Adair 
three circles model comes to mind here- see section 
2.3.6, Page 45) seem to be prevalent. As time progresses, 
the importance of structuring seems to emerge together with 
a perception of team building and the leader monitoring 
communication. This is very interesting because it may 
well indicate that behavioural models which are based on 
sets of leader actions (such as the Adair functions), may 
not be stable with regard to stress loading. It may well 
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be that the overall needs satisfaction system of task, team 
and individual needs is basically the same. However it is 
the particular functions to satisfy those needs which may 
change, either in nature or balance. For example 
structuring, reinforcement of desired behaviour and obvious 
display of follower worth are follower needs which emerge 
as the demand level increases. It could be argued, 
however, that structuring is catered for by 'controlling' 
and that 'support' includes reinforcement and so forth. 
What is suggested here is that perhaps we should analyse 
exactly what leader functions such as 'support' actually 
mean. We already encountered this problem with regard to 
describing Variable 41 (see section 5.5.41,. Page120. ) 
The minor regions for the leader seem to revolve around 
communication and transmission of follower worth both 
individually and as a team. As time passes in the 24 hour 
period, this seems to shift towards the promotion of 
follower communication which would seem a predictable 
development as the group 'matures' (See Hersey and 
Blanchard, section 2.3.5, Page 42) and the leaders become 
confident in the ability of all participants to perform as 
required and to contribute generally to the success of the 
operation. 
With regard-to the follower perceptual shift with time, the 
transformational aspect emerges as very obvious with 
affective transmission by the leader seeming to appear 
important. 
- 
In'the first time slot, the communication and 
task modelling (that is the briefing/initiating) control 
mechanism appears but in the second time slot it seems to 
be replaced by other needs relating to an overall perceived 
need of the followers to feel that they are in a 
transformational environment. 
Thus we have considered both leader and follower 
perceptions of leadership operation with regard to both 
function and time. Now we will consider the differences in 
influence mechanisms which seem to emerge for both leader 
and followers across the full data set including all 
situations. The major and minor regions are displayed in 
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TABLE 35 COMPARISON OF INFLUENCE MECHANISMS 
Leader/follower/total/major/minor. 
MAJOR MINOR 
ALL LEADERS Effective commn. contact Structure-team 
building 
Commn. of follower worth Uncertainty 
reduction. 
Pos. follower cncpt/rl. del Actn. on ind fllwr. 
ALL FOLLOWERS Commn. efficiency Follower worth 
Indiv. transfmation Effective team 
leadership 
Uncertainty reduction Prod. thro. task 
communication 
Task-team Synergistic value 
Team control-sit. explan. Uncertainty 
reduction 
Affective consideration Valued follower 
integration 
Charismatic influence Clarity 
ALL SUBJECTS Commun. -follower worth Human worth 
Decisive model Leader-role intgn. 
Commun. structure Transformation 
Team prod. by interaction Structure 
Mutual worth-task comrnun. Decn. makg. struct. 
Task-team projection 
Projective communication 
Follower intgn. cons. 
Task-team role 
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Table 35 on Page 268. 
Overall, it seems that leaders perceive communication 
contact, follower worth and positive follower concept/role 
delineation as the major underlying mechanisms by which 
they influence the followers. In contrast, the followers 
seem to be reflecting the notions of uncertainty reduction, 
team membership, projective operation of the leader and 
associated affective aspects resulting in transformation as 
well as communication. This would thus suggest that 
whereas both leaders and followers place great emphasis on 
the importance of communication together with structure, 
the followers have a very real perception of the notion of 
team membership and the affective aspects of the situation, 
much more than seems to be acknowledged by the leader. The 
set of minor regions once again indicates the importance of 
structure, with the followers reflecting the team aspects 
through the channels of effective team leadership, 
synergistic value and valued follower integration. 
The area of Table 35 relating to all subjects is of 
interest although it has to be said that with only 18 
leaders and 94 followers, the data set is unbalanced and 
heavily loaded in terms of follower perception. The reason 
for including 'all subject' data was to see if an 
underlying set of major regions emerge which would be the 
perceived control channels of all subjects involved in a 
closed system, episodic situation. We could easily 
translate these major regions into a set of functions and 
compare them to the various leadership models described 
earlier in this work. Table 36 shows comparison with one 
major model, the Adair functions. The reason for choosing 
this model is that it contains a set of some six functions 
to satisfy three sets of needs as opposed to the more 
parsimonious models containing only two or four items. We 
can see that there is in reality quite a close match 
between the Adair functions and those channels which seem 
to emerge from the all subject data. For example, 
communication of follower worth would suggest support, 
informing and evaluation. We can consider each dimension 
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TABLE 36 COMPARISON OF ALL SUBJECT 
DATA WITH ADAIR FUNCTIONS 
Plang. Briefg. Contrg. Supptg. Infg. Evalg. 
Communication x X X 
of follower 
worth 
Decision x X 
making 
Structuring 
information x X 
flow 
Team x X 
integration 
Mutual worth 
projection- X X X 
task 
communication 
Task team x 
projection 
Projective x X 
communication 
Follower x 
integration 
consideration 
Role x X X 
delineation 
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in turn with the Adair functions and this has been done in 
Table 36 on Page 270. 
The Adair model would appear almost unique in that it 
suggests a specific set of behavioural acts as opposed to 
simply dimensions of leader operation. However, the 
projective aspect which appears in the 'all subject' data 
is not accounted for in the Adair functions, apart from 
being implicit in the briefing function. Hence it is 
suggested that although the Adair set of functions is a 
most useful approach in terms of an operational framework, 
it needs to be considered in relation to aspects of leader 
projection, in particular the communication process. 
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LEGEND FOR CHAPTER SEVEN. 
Page 142 Major > 3, Minor = 3, Dipole = 2, Monopole =1 
Index of SSA's 
When each data matrix was subjected to SSA, the three 
dimensional solution was chosen. This space was then considered 
two dimensions at a time:. dimension 2 plotted against dimension 
1,3 against 1 and 3 against 2. For convenience, these are 
labelled 2v1 (2 versus 1), 3vl and 3v2 with the first dimension 
as the ordinate and the second as the abscissa. 
(For all SSA's, N=number of subjects. ) 
Page 143 Fig. 23a SSA all leaders LEIML dim 2 and 1 (2vl) 
Page 147 Fig. 23b SSA all leaders LBIML dim 3 and 1 (3v1) 
Page 149 Fig. 23c SSA all leaders LBIHL dim 3 and 2 (3v2) 
Page 153 Fig. 25a SSA all followers LBIMF dim 2 and 1 (2v1) 
Page 157 Fig. 25b SSA all followers LBIMF dim 3 and 1 (3v1) 
Page 159 Fig. 25c SSA all followers LBIMF dim 3 and 2 (3v2) 
Page 163 Fig. 27a SSA all subjects LBIMT dim 2 and 1 (2v1) 
Page 167 Fig. 27b SSA all subjects LBIMT dim 3 and 1 (3v1) 
Page 169 Fig. 27c SSA all subjects LBIMT dim 3 and 2 (3v2) 
Page 173 Fig. 29a SSA follower recce LBIMFR dim 2 and 1 (2v1) 
Page 176 Fig. 29b SSA follower recce LBIMFR dim 3 and 1 (3v1) 
Page 178 Fig. 29c SSA follower recce LBIMFR dim 3 and 2 (3v2) 
Page 182 Fig. 31a SSA follower standing LBIMFS dim 1 and 2 (2v1) 
Page 185 Fig. 31b SSA follower standing LBIMFS dim 3 and 1 (3v1) 
Page 186 Fig. 31c SSA follower standing LBIMFS dim 3 and 2 (3v2) 
Page 189 Fig. 33a SSA follower fighting LBIMFF dim 2 and 1 (2vl) 
Page 192 Fig. 33b SSA follower fighting LBIMFF dim 3 and 1 (3v1) 
Page 194 Fig. 33c SSA follower fighting LBIMFF dim 3 and 2 (3v2) 
Page 199 Fig. 35a SSA follower time 1 LBIMFT1 dim 2 and 1 (2vl) 
Page 203 Fig. 35b SSA follower time 1 LBIMFT1 dim 3 and 1 (3v1) 
Page 205 Fig. 35c SSA follower time 1 LBIMFTI dim 3 and 2 (3v2) 
Page 209 Fig. 37a SSA follower time 2 LBIMFT2 dim 2 and 1 (2v1) 
Page 211 Fig. 37b SSA follower time 2 LBIMFT2 dim 3 and 1 (3v1) 
Page 213 Fig. 37c SSA follower time 2 LBIMFT2 dim 3 and 2 (3v2) 
Page 219 Fig. 39a SSA leader recce LBIMLR dim 2 and 1 (2v1) 
Page 221 Fig. 39b SSA leader recce LBIMLR dim 3 and 1 (3v1) 
Page 222 Fig. 39c SSA leader recce LBIMLR dim 3 and 2 (3v2) 
Page 225 Fig. 41a SSA leader standing LBIMLS dim 1 and 2 (2v1) 
Page 227 Fig. 41b SSA leader standing LBIMLS dim 3 and 1 (3v1) 
Page 228 Fig. 41c SSA leader standing LBIMLS dim 3 and 2 (3v2) 
Page 232 Fig. 43a SSA leader fighting LBIMLF dim 2 and 1 (2v1) 
Page 234 Fig. 43b SSA leader fighting LBIMLF dim 3 and 1 (3vl) 
Page 235 Fig. 43c SSA leader fighting LBIMLF dim 3 and 2 (3v2) 
Page 237 Fig. 45a SSA leader time 1 LBIMLTI dim 2 and 1 (2v1) 
Page 239 Fig. 45b SSA leader time 1 LBIMLTI dim 3 and 1 (3v1) 
Page 241 Fig. 45c SSA leader time 1 LBIMLT1 dim 3 and 2 (3v2) 
Page 244 Fig. 47a SSA leader time 2 LBIMLT2 dim 2 and 1 (2v1) 
Page 246 Fig. 47b SSA leader time 2 LBIMLT2 dim 3 and 1 (3v1) 
Page 247 Fig. 47c SSA leader time 2 LBIMLT2 dim 3 and 2 (3v2) 
(Index of MSA's) 
Page 252 Fig. 49a MSA leader in terms of NCO/Officer leadership 
Page 254 Fig. 49b MSA leader in terms of patrol function 
Page 255 Fig. 49c MSA leader in terms of time slice 
Page 256 Fig. 50a MSA follower in terms of patrol function 
Page 258 Fig. 50b MSA follower in terms of time slice 
Page 259 Fig. 50c MSA follower in terms of episode 
Page 261 Fig. 51 MSA all subjects 
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CHAPTER EIGHT 
Returning to the basic questions 
8.1 Some preliminary remarks 
In section 5.1.1 of Chapter Five, several questions were 
posed which, it is suggested, may be answered by the 
application of the methodology to actual episodic 
leadership situations. 
Firstly it is quite clear that leadership operation is a 
very complex social process and it is impossible to 
describe such a complex aspect of human behaviour in simple 
terms. In defence, however, of the simplistic modelling 
approaches it has to be said that such modelling does help 
leaders 'in training' by focusing their attention on 
aspects of leader operation which otherwise they might have 
taken several years to appreciate. 
Thus the initial suggestion of the conceptual framework of 
fig. 14 page 57 that leader behaviour is traditionally 
viewed in terms of 'task', 'relationship' and 'projective' 
aspects has its use primarily in drawing the attention to 
general aspects of leader operation. Operation in these 
areas is likely to promote a successful outcome rather than 
give any definitive prescription for leader operation. 
One of the main aims of any leadership theory has to be in 
the area of explanation of how leaders operate or behave in 
order to influence followers to work towards a common 
objective. This basic question actually leads to a number 
of subsidiary questions which were posed in Chapter Five. 
As the methodology is intended to provide a means of 
answering these questions they are now considered in the 
light of the analysis of Chapter Seven. 
8.2 The basic questions 
QUESTION ONE 
How do followers perceive leader behaviour and what 
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underlying mechanisms seem to exist in this perception? 
DISCUSSION 
Our first specific question was to ask what mechanisms 
suggested by groupings in the SSA plots are actually 
perceived by followers to influence their behaviour? 
The SSA's of section 7.2.2. for the total follower data 
(matrix LBIMF) address this question and it seems that when 
we tease out the underlying patterns in the data that a 
number of mechanisms seem to emerge and these mechanisms 
are shown in table 35 on page 268. 
It is the set of major channels which really interests us 
and this comprises: 
Communication efficiency 
Individual transformation 
Uncertainty reduction 
Task-team 
Team control-situational explanation 
Affective consideration 
Charismatic influence 
This, of course represents a set of influence mechanisms in 
general terms across all the follower data regardless of 
functional or temporal aspects. 
It is interesting that the projective aspect of leadership 
is quite clearly shown in terms of 'charismatic influence' 
together with the individual and team aspects of 
leadership. The task aspect appears to be almost 
secondary, certainly in the 2v1 plot and this leads us to 
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suggest that followers probably have a much more affective 
dimension to their perception of a leader than does the 
leader himself. We must however realise that the groupings 
produced in Chapter Seven are subjective in terms of their 
labelling. Despite this shortcoming, the methodology does 
show that clustering does occur and that major influence 
mechanisms do seem to emerge. 
QUESTION TWO 
Do leaders perceive their behaviour in the same way as 
followers and do the same underlying mechanisms exist in 
the leader's perception? 
DISCUSSION 
If we consider the equivalent leader data, then it appears 
in general terms that leaders perceive their influence as 
being related to effective communication and transmission 
of the notion of the importance of the contribution which 
may be made by the followers. There thus appears to be a 
fundamental difference between leader and follower 
perception of the leader's operation. While leaders place 
considerable emphasis on communication and the importance 
of follower contribution, it seems that followers have two 
additional needs, namely to feel part of a team and to be 
guided by a leader whose efforts will promote individual 
transformation on their part. Thus team membership and 
affective aspects seem to figure much more significantly 
for followers than they do for leaders. The development of 
this would be that leaders tend to view their efforts in 
transactional terms (role delineation and so forth) while 
followers have needs which seem to be transformational in 
nature. 
The SSA's of 7.2.1 do seem to highlight the importance of 
communication as perceived by the leader at the same time 
Page 275 
minimizing the projective or 'charismatic' element. 
Perhaps this is related to a tendency for individuals to 
underate their own effect in terms of projective influence. 
Instead they perhaps see themselves more as an agent, 
transmitting orders on the part of a third party (e. g. the 
Company Commander and higher ranks) rather then powerful in 
their own right. 
QUESTION THREE 
Do the same underlying mechanisms exist in different types 
of situation as regards the followers' perceptions of the 
leader's behaviour? 
DISCUSSION 
With regard to the situational aspects, it seems that 
differences do occur. As section 7.5 suggests, 
communication seems to feature much more significantly in 
the recce and fighting situations which are led by an 
officer whose projective leadership operation and distance 
tends to feature more than if an NCO is leading the 
episode. There appears to be an increased need on the part 
of the NCO leader to perceive team integration with the 
leader in the team compared to the officer led patrols 
where the notion of distance is apparent. Thus it seems 
that the influence mechanisms are not static across all 
situations but that different mechanisms emerge according 
to environmental and functional demands. Table 34 shows 
the actual mechanisms which emerge from the data gathered 
in the present study. 
An interesting feature which does emerge from a comparison 
of the different types of situation is that where goal 
related activity is involved, that is the recce and 
fighting patrols, and where 'position power distance' 
(officer leading rather than NCO) then the emergent 
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influence mechanisms are much easier to indentify. Thus it 
would seem that specific influence mechanisms seem more 
clearly defined when significant position power exists 
between leader and followers and where specific goal 
related activity is involved. 
The leaders, however, do not seem to be so affected by the 
goal related aspects of the situation. As the SSA's of 
section 7.3.2 suggest, that is figs. 41a, 41b and 41c, it 
seems that specific perceived influence mechanisms do 
emerge from the leader's viewpoint. This leads us to 
suggest that individual leaders perhaps perceive the 
importance of a leadership role even when no specific 
objective exists. This importance is not however perceived 
by the followers. 
QUESTION FOUR 
Do these perceived mechanisms change as demand levels on 
the subjects change over time, particularly if the demand 
levels increase? 
DISCUSSION 
The SSA's of sections 7.2.7 and 7.2.8 (follower data time 
slice 1 and time slice 2) together with those in sections 
7.3.4 and 7.3.5 (leader, data time slice 1 and time slice 2) 
suggest that these mechanisms are not stable and that they 
do change as time progresses in an episode. In the case of 
the episodes used for the present study, the passage of 
time resulted in increased demand level for all subjects 
due to sleep deprivation. The actual changes which seemed 
to result are now dealt with in response to the next 
questions. 
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QUESTION FIVE 
What changes in perceived influence mechanisms occur as 
demand level on the subjects is increased due to the 
passage of time? 
DISCUSSION 
It seems that the leader perceives his control shifting to 
two areas - uncertainty management and team building - as 
time progresses. The followers on the other hand seem to 
be reflecting a need for reinforcement as time progresses 
(a fairly predictable result! ) together with team and 
uncertainty aspects. Thus it would appear that followers 
develop an increased need for reinforcement as time passes, 
a need which the leader does not perhaps perceive as 
important as do the followers. 
The leader's perceptions at time slice 1 are shown in the 
SSA's of fig. 45a, fig. 45b and fig. 45c. The first two of 
these plots show fairly clearly defined clustering of 
variables although the third plot is difficult to 
interpret. It does seem that perceived influence 
mechanisms do alter as time progresses and demand level 
increases. 
Likewise it seems that the followers' perceptions of the 
leader's influence also change with the passage of time. 
As the SSA's of sections. 7.2.7 and 7.2.8 and the subsequent 
reduction represented in table 34 suggest, there appears to 
be an increased perception as time passes on the part of 
the followers of the importance of the team. This could be 
related to a stress coping strategy based on an increased 
need for social support as demand level increases. 
QUESTION SIX 
How do these changes differ between leaders and 
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followers? 
DISCUSSION 
The differences in perceptual shift have already been 
discussed in answer to the previous question. What is 
clear is that the differences are role based and that the 
leader perceptual shifts and the follower perceptual shifts 
are not the same. This is an interesting result because it 
reminds us of the 'Power of the Pip' phenomenon outlined in 
the pilot study discussed in section 4.3.1 At a basic 
level it would seem that the leader experiences different 
demands as a result of his role and that this influences 
his perception of his behaviour. As has already been 
mentioned in section 4.3.1, perhaps the leader uses his 
role as a stress coping strategy by concentrating on the 
team as a whole rather than his own position. 
QUESTION SEVEN 
Does a leader's perception of his behaviour remain stable 
in different situations? 
DISCUSSION 
With regard to individual's groupings over the entire 
variable set, it seems that the leaders tended to be 
reasonably stable with regard to their perception of their 
own operation. One notable exception occurred where the 
individual concerned displayed a marked stress reaction 
(fig. 49a). What seems to emerge here is that leader 
perception is relatively stable with reasonable demand 
level for a given individual. Under stressful conditions, 
however, leader self perception can change quite 
dramatically. 
It is interesting to see in the MSA of fig. 49b that leader 
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perceptions do seem to cluster according to situational 
aspects. That is to say that the recce, standing and 
fighting leadership functions seem to occupy coherent 
regions in the solution space. 
In addition, fig. 49c suggests that leader perception 
overall tends to alter with the passage of time (and hence 
demand level in the present study) although the boundary 
does not suggest any specific shape to the division of the 
solution space. 
QUESTION EIGHT 
Do subjects show commonality in their perceptions of leader 
behaviour in different situations? 
DISCUSSION 
This is a difficult question to answer based on the MSA of 
fig. 50a. It is relatively easy to identify the first of 
the chosen functional regions (recce in fig. 50a). The 
problem is that it is difficult to find coherence in the 
third region once this first region is removed. The second 
region is of course defined by the removal of the first 
region but contains the third as a multiplexed region. 
Thus the methodology does not provide a satisfactory answer 
to this question. In defence of the approach however, it 
has to be said that the universe of variables, even after 
reduction to satisfy the Guttman criterion, is eclectic in 
nature. Insight into this particular question would most 
probably result from a universe of variables more aligned 
to the individual situations being compared. 
QUESTION NINE 
Do subjects show commonality in their perceptions of leader 
behaviour with respect to time? 
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DISCUSSION 
It seems in fig. 50b that a boundary can be drawn in the 
follower data to show two distinct regions corresponding to 
the two time slices. However, this boundary is not 
completely continuous at the right hand side of fig. 50b and 
whilst it could be said that there is a suggestion of an 
overall perceptual commonality at time 1 compared to time 
2, the actual evidence is weak. 
QUESTION TEN 
Does the perception of leader behaviour depend on the role 
of the leader, i. e. commissioned or non-commissioned 
officer? 
DISCUSSION 
There appears to be an overall distinction in leader self 
perception between the viewpoint of the NCO leader and the 
officer leader. 
Leaders seem to group with regard to function and it seems 
that it is the situation which influences a leader's 
perception of his operation. These distinctions are more 
difficult with the follower data which reinforces the 
notion that leadership is a complex process. However, in 
general terms, it seems that there are substantial 
differences in the self perception by leaders of their 
operation and the followers' perceptions of the same 
leader's operation. 
QUESTION ELEVEN 
What underlying perceptions of leader behaviour exist 
regardless of role? 
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which has merit in that it acknowledges that both sets of 
mechanisms exist and that they are not mutually exclusive. 
Thus it is difficult to support the idea that the simple 
task versus relationship dichotomy explains episodic 
leadership behaviour. The Adair model, however, approaches 
modelling of the leadership process by addressing the 
instrumental aspect and acknowledging the projective 
element in the briefing and communication aspects. Table 36 
provides a useful comparison of the 'all subject 
mechanisms' with the functions proposed by Adair. It can 
be seen that all of the 'all subject' mechanisms are 
represented in the Adair Model, albeit that the 
correspondence is not exact. However, the functions can be 
said to reflect all of the mechanisms which emerge from the 
data and thus the Adair Model has considerable merit. 
8.3 Summary 
Thus the methodology is most useful in providing an 
instrument to identify possible mechanisms at work in 
various episodic leadership situations and for identifying 
areas of perceptual mismatches between leaders and 
followers. In answering these basic questions, the 
methodology has, it is believed, provided a valuable tool 
for gaining insight into the social psychological processes 
which operate in episodic leadership situations. 
It seems to date that there has been little research 
carried out in the British Army on the subject of leader 
behaviour and it is interesting to consider the reasons why 
this is so. There is considerable interest in the subject 
yet. at the same time, a reluctance seems to exist with 
regard to allowing soldiers to rate the performance of 
their leader. There is no doubt in the present author's 
mind that this is largely due to the perceived need on the 
part of the Army hierarchy to protect the role and status 
of the officer corps. To have followers rate or even 
describe their leader's performance is seen by many senior 
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military officers to undermine the credibility of the 
leader. This is to be contrasted with other military 
cultures such as the U. S Army where many leader assessment 
studies have been carried out. It would be most useful to 
link the present study with the results from some of these 
other studies. The problem is, however, that such cultural 
differences exist that it is difficult to draw direct 
comparisons. Downes (1982) has carried out a detailed 
study into the differences between officers produced at the 
U. S Westpoint 'Military Academy and those produced by the 
British Royal Military Academy Sandhurst and it is quite 
clear that there are considerable differences in perception 
of the role of the officer between the two systems. 
Thus the present study has to be viewed more or less in 
isolation until more work can be carried out in the British 
Army system. 
It is clear that the methodology is most useful in 
answering some of the basic, salient questions with regard 
to small group, episodic leadership. As with all 
methodologies, it does address some aspects better than 
others. It has already been acknowledged that the 
clustering process used in interpreting the SSA and MSA 
plots is subjective. However, despite this apparent 
shortcoming, it is clear that the methodology has thrown 
light on various aspects of leader behaviour perception 
which have not been investigated to date within the British 
Military culture. Future studies based on the methodology 
will undoubtedly provide greater insight particularly if 
attention is given to tailoring the variable universe to 
specific situations. 
In general terms, it is suggested that the data collection 
and subsequent analysis provides a most accurate insight 
into perceived leader influence mechanisms. 
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CHAPTER NINE 
Conclusions 
9.1 Overview of the methodology 
This study has presented an approach to investigating 
episodic leadership in field conditions. It is suggested 
that the methodology evolved enables data to be obtained 
with the minimum of measurement effect and which yields 
some insight into the underlying influence mechanisms at 
work. For convenience we can summarize the methodology as 
follows: 
1. Creation of a universe of variables which represents 
the operation of the leader. Although this was based on 
the eclectic approach of combining a number of established 
leadership models, the variable set could be generated by a 
variety of means such as conventional task analysis. 
2. Administering the variable set to obtain descriptive 
responses of both leaders and followers in the various 
situations, both functional and temporal. 
3. Using the Guttman-Lingoes Smallest Space Analysis (SSA) 
technique to produce a Pearson Correlation Matrix of each 
variable against each other variable. 
4. Reduction of the resultant triangular matrix to the 
state where the matrix has a positive manifold to satisfy 
the Guttman-Lingoes criterion. 
5. Deciding on the dimensionality of the solution space 
thus created so that the parameters of Kruskal's Stress and 
the Guttman-Lingoes Coefficient of Alienation are 
satisfied. 
6. Identifying regions of contiguity where variables group 
or cluster together to suggest an underlying construct of 
leader influence. 
7. Using the MSA technique to compare differences in 
perception of leader operation from the viewpoint of the 
leader and the followers. 
It was suggested in an earlier section (1.4) that one of 
the major disadvantages of factor analysis was the 
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ambiguity of the results which emerged. This, too, is a 
valid criticism of the methodology presented here except 
that the ambiguity in the present situation revolves around 
the proximity of the variables rather than simply a 
numerical index. In fact, the ambiguity is only to be 
expected if we are to attempt to model a complex process 
such as leadership with relatively simplistic modelling, 
albeit that we use a composite approach. 
It is felt that the approach of extracting 'signal from 
noise' is a valid approach to the investigation of the 
processes at work in that the resultant solution space does 
represent most accurately the distribution of the 
variables. It is the interpretation of that distribution 
which may of course be criticised. Perhaps there is a need 
for a 'proximity index' which would specify to which group 
or cluster a particular variable belonged. Many of the 
groupings are difficult to label but this should not 
detract from what appears to be an acceptable approach. 
The methodology would be extremely useful in hypothesis 
testing of specific models although this was not the aim of 
the present exercise. 
There seems to be little evidence to support any particular 
leadership model. It appears that all the models are 
subject to variables being removed in the reduction process 
and this reinforces in many respects our original 
suggestion that all" models have some merit. It appears 
however that all models lack part of the picture! It is 
difficult to quantify to what extent any particular 
leadership model suffers from the exclusion process because 
the process of assigning variables in the VAM is so 
subjective. This again would suggest that it would 
possibly be more productive to analyse the responses taken 
for one leadership model at a time rather than looking for 
the overall picture. 
The methodology is particularly useful in terms of its 
applicability to the field situation. Subjects responded 
much more favourably to the process of allocating cards to 
specific boxes than to the conventional questionnaire 
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approach and this undoubtedly resulted in higher quality 
data, albeit that the data was 'noisy'. 
One of the main problems was undoubtedly the assignment of 
the variables to other leadership models than the base 
model. There is considerable ambiguity present in 
virtually every case. This, however, really only reflects 
what is a problem with all leadership modelling, namely 
that the variables are inherently interactive. For example 
the Adair approach tends to identify separate task, team 
and individual needs whereas in real life these needs are 
interdependent. It has to be acknowledged, however, that 
Adair does represent the three circles as overlapping sets 
of needs which are interdependent. If, in particular, a 
goal oriented model of Man is assumed, then the individual 
needs include achieving objectives. In most people, an 
individual need exists which relates to wanting to be part 
of a group and in addition, it could be said that tasks are 
accomplished through the efforts of people. Thus we can 
see that leadership needs are inherently interactive by 
nature and that it is bound to be the case that they are 
not mutually exclusive. 
Adair is thus correct in displaying the circles as 
overlapping. The problem from the methodological viewpoint 
is that it is thus extremely difficult to isolate variables 
sufficiently to identify areas of need on a unique basis. 
This problem became highlighted when the attempt was made 
to generate the descriptive profiles for the variables. It 
was said earlier in this study that the boundaries between 
variable description zones were inherently fluid and that 
we were considering a 'weighting' rather than a specific 
allocation. It would perhaps be more appropriate to base 
the variable set on the zone areas rather than allocate 
zones to variables already generated. Furthermore, it 
would almost certainly be a valuable exercise to make the 
variables more situation specific rather than base them on 
the general models as in the present study. 
A major area which needs qualification is the quantity and 
nature of the variables which were excluded. Most 
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variables reflect some positive value judgement such that 
increased use of the variable represents increased 
leadership 'effectiveness', however that effectiveness is 
quantified. This is, however, clearly not the case for 
variables such as V7 ('The patrol leader let some patrol 
members take advantage of him) and V25 (The patrol leader 
was heavy-handed and misused his authority). It could 
justifiably be argued that these variables are describing 
some 'negative' aspect of the leader's operation while the 
majority of variables are describing some positive aspect 
which will presumably result in increased performance and 
effectiveness on the part of the team. Thought was given 
to reversing the scores for these 'negative' variables on 
the basis that all variables should increase performance 
effectiveness if they exist with a high incidence score. 
The counter to this argument is that, firstly, established 
models were used as the base of the Leader Behaviour 
Influence Instrument and it was decided to investigate 
these models in their existing form rather than modify 
them. Secondly, and perhaps more important, we are 
concerned in this study with trying to identify groups or 
clusters of leader operation which constitute leader 
control mechanisms. It is possible that not all these 
control mechanisms do in fact act to increase leader 
'effectiveness', however that might be assessed. 
Thus it is maintained that it is a valid approach to use a 
universe with both positive and negative value judgement 
variables because we are looking for positive groups of 
variables to suggest mechanisms, whether or not they relate 
to positive value judgements. Another point which although 
appearing minor is worthy of comment relates to the 
perception of both leaders and followers regarding their 
views on the methodology. There is a feeling amongst the 
officer corps that an assessment of leader ability carried 
out in a bona fide group could undermine the authority of 
the particular leader. By having both 'positive' and 
'negative' variables, it was possible to present the 
instrument to the subjects as a method of DESCRIBING leader 
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operation rather than ASSESSING leader performance. This 
was actually commented on by all three leaders and is an 
interesting reflection on their own insecurity at being 
subjected to operational investigation by their own 
followers. 
Another aspect of the methodology which has to be mentioned 
is the nature of the variables which were excluded in the 
reduction process. It could be argued that the variables 
which were excluded on the basis that they did not relate 
significantly to other variables are equally as important 
as those which were included. This point is admitted as 
all variables represent valid descriptors of leader 
operation. However, we should be clear that the nature of 
the present study is to identify groups of variables which 
indicate underlying control or influence channel mechanisms 
and so it is the GROUPINGS of the variables which interests 
us rather than the variables themselves. Thus the excluded 
variables are not 'lost' as such (they appear in the variable 
specification tables e. g. Table 26) but remain as 
individual behavioural and influence process descriptors. 
Perhaps an analogy would be useful here. Let us imagine a 
container of water at room temperature. This represents 
our raw total universe of 44 variables. If we now reduce 
the ambient temperature to below 0°C, (in for example a 
thermal chamber such as used in environmental testing work) 
then the water will start to solidify in the freezing 
process. The process of temperature reduction corresponds 
to the SSA technique, the forming of lumps of ice being 
analogous to the grouping of variables. By identifying 
major, minor and dipole regions we are simply classifying 
the sizes of the blocks-of ice. When we restrict the 
dimensions of the SSA iterative process, we are in effect 
'holding the temperature' at some predetermined value to 
enable us to. Ldentify large (major), medium (minor) and 
small (dipole) chunks of ice. We could then remove the 
solid pieces (under subzero temperature conditions of 
course! ) and examine them and this is the analogy to the 
SSA examination. The remainder of the yet unfrozen water 
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in the container still exists and corresponds to our 
'excluded'variables. The unfrozen water is equally as 
valid as the frozen, it is simply the presence of minor 
temperature differentials which dictates where freezing 
will start. This is now where the analogy begins to break 
down. We are not saying that the leader influence 
variables group together in a random fashion but that 
underlying perceptions of control mechanisms determine the 
actual groupings and that these are different according to 
function, time and subject role. Whilst all analogies have 
their limitations, it is hoped that the reader will obtain 
a clearer impression of the methodology and its aims. In 
particular, it is important to restate that we are not 
simply disposing of the excluded variables - they ARE valid 
descriptors in their own right - but that it is the 
'crystallization' process which interests us. 
9.2 Some observations of the SSA approach 
The basic aim of the SSA approach is to look at how the 
variables group together when each variable is correlated 
with each of the other variables. The Guttman-Lingoes 
theory maintains that the triangular matrix thus formed 
should have a positive manifold, that is it should have no 
negative correlations. Thus we are ignoring variables that 
do correlate negatively with other variables and this could 
be criticised on the basis that negative relationships are 
just as important as positive ones. However, the manifold 
criterion is adopted on the basis that we are looking for 
POSITIVE relationships between variables to suggest 
underlying control channels or mechanisms. 
The problem of dimensionality is again an area where it is 
possible to criticise the study. It was stated earlier 
that values of Kruskal's Stress and the Guttman-Lingoes 
Coefficient of Alienation would be not greater than 
approximately 0.2. Yet in many of the cases values of less 
than 0.1 were chosen and many of the resultant solution 
spaces were very compressed. However, had larger values of 
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these two parameters been adopted, then only one 
dimensional or straight line solutions would have resulted 
and this would have been less than useful. It was very 
useful to be able to compare the results from the various 
submatrices on a common basis and this has been carried 
out. 
It seems that different groupings do occur in different 
situations and that these groupings do vary with time into 
the episode. It is difficult to draw any specific 
conclusions about the true composition of these groupings 
from the present data because the interpretation of the 
variables tends to be a very subjective process. The 
attempt to overcome this subjective aspect was made by 
allocating a profile to each variable based on the 
action-reaction model to try to identify the mental 
functioning on the part of the leader, the transmission 
process and the resultant effect on the followers. This 
seems to be a useful approach. However, there is, it 
would appear, little consistency in the composition of the 
groups as far as the variable specifications are concerned. 
The problem is that in trying to generate specifications 
for the variables we are essentially creating loadings 
rather than specific, unique descriptors. It would 
probably have been successful if the variables had been 
generated to reflect the action-reaction model rather than 
the model being used to describe variables already in 
existence. The difficulty was, of course that the 
instrument was generated using existing leadership models 
on the basis that a start had to be made somewhere! 
9.3 Some observations of the MSA approach 
The MSA approach is useful in displaying the responses of 
the subjects over the total variable set. It is an 
interesting observation that no two followers had identical 
profiles regarding the operation of the leaders and this 
once again points to the complex nature of the leadership 
process and the highly personal nature of leadership 
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perception. 
It is interesting that it is possible to identify distinct 
regions which relate to 'officer' leadership and 'NCO' 
leadership. The boundary, although it is continuous, is 
somewhat convoluted. It is interesting to observe that 
there appears to be considerable consistency with regard to 
leader perception in the different situations, with one 
notable exception. 
The leader who had been identified as displaying a stress 
reaction. was displayed in a different region of the 
solution space from the other officer leaders and this too 
is an interesting observation. Overall, it appears that 
the MSA yields some interesting results as regards the 
overall perceptions of both leaders and followers. It 
would be of interest to interpret the MSA on the basis of 
some personality measures such as Cattell's 16PF. From 
this data it might be possible to develop an instrument to 
act as a leader. performance predictor and this would be a 
most useful development for 'leadership assessment 
technology'. 
9.4 Drawing together the threads. 
A methodology has thus been presented which enables a 
measuring framework to be superimposed on a real-life 
situation and which gives some indication as the underlying 
influence mechanisms which can be called 'leadership 
operation'. The main aim of this study was to explore the 
methodological approach rather than obtain specific 
results. However, some the results are of considerable 
interest. In particular, the emphasis on the leaders' 
preoccupation with communication is of note as is the 
followers' expressed need for team membership. Thus the 
area of mismatch between leader self perception of 
operation and follower perception of the leader's operation 
is a very real area for study. This methodology would 
enable such study to be undertaken. 
Of all the leadership models including those intended to 
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describe ambient and strategic leadership as well as 
episodic, it is really only the Adair model which attempts 
to provide the designated episodic leader with a set of 
behaviours which will enhance group performance by 
attempting to satisfy group needs. There appears to be 
some evidence from the emergent set of dimensions for 'all 
subject' data (Table 36., Page 270) to support the Adair 
functions, albeit that the projective aspects of the 
individual leader need to be included. 
Thus we can say in conclusion that there do appear to be 
specific influence mechanisms at work in episodic 
leadership situations, these influence mechanisms varying 
according to the situation and being time dependent. The 
nature of this study was primarily exploratory and it is 
felt that the approach could be developed to give a very 
real insight into leader performance with the associated 
benefits to leader selection and training processes. 
In particular, it would be a most valuable tool for 
exploring the nature of such areas as job satisfaction by 
analysing the grouping of situation descriptors and 
producing dimensions of perceived needs satisfaction on the 
part of the followers. 
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CHAPTER TEN 
The way ahead 
10.1 The current research position 
A recent literature search revealed that the research 
effort into the leadership process continues on a very wide 
ranging front. At one end of the scale there are studies 
such as Blum(1983) which research into 'charismatic' 
bonding between leader and followers while at the other end 
we see detached, mechanistic approaches such as that by 
Rees and Segal (1984) into the relationship between 
instrumental and expressive leadership behaviour. Much 
work is carried out in the American Business Schools and 
researchers such as Larson, Lingle and Mark(1984) have been 
considering aspects such as the impact of performance cues 
on leader behaviour ratings. It seems that perception of 
leader performance is affected by the followers' 
perceptions of how successfully the task is accomplished. 
The charismatic (or reflected qualities) approach seems to 
be experiencing a revival. Rutan and Rice (1981) for 
example have carried out research which has suggested that 
it is the projective aspect of leadership rather than the 
instrumental aspect which produces follower transformation. 
Manz and Sims(1984) have been considering leaderless groups 
and emergent leader operation while Morrison(1984) has 
developed the situational approach by considering a single 
leader in a variety of roles. His findings suggest that 
leadership performance differences depend more on the 
leader's interpretation of his role than on his personal 
characteristics. 
The American Armed Forces continue to put considerable 
effort into leadership research. The U. S. Navy for example 
has recently carried out a study (Hughes et al 1983) to 
identify types of leadership role while the U. S. Army is 
still concerned with developing the work by Helme and 
various coworkers into officer task demands and behaviour 
in simulated combat situations (1971,1974 and 1979). 
Rosse and Kraut (1983) have been considering the leadership 
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process from the viewpoint of Graen's approach based on the 
vertical dyad linkage model. This work is, however, 
concerned mainly with what is a recurrent theme in the 
leadership literature, namely the notion of job 
satisfaction as regards follower perception. Our main aim 
in the present study, however, has been concerned with 
identifying possible clusters of control variables to 
suggest influence domains. In parallel with leadership 
study, we find considerable advances being made in 
methodology, notably the work of Brown and Sime(1982), Brown 
and Armstrong (1982) and Brown (1983), which enable us to 
investigate underlying patterns in the qualitative data 
which may be obtained from social episodes. 
In summary, both thought on leadership influence mechanisms 
and the methodology to investigate these mechanisms are 
both moving forward on a wide ranging front. It is, 
however, clear that we are still very much in a situation 
which parallels that proposed by Hebb(1966) in Childs(1973) 
which relates to genotype and phenotype as regards 
intelligence. It seems reasonable to suggest that some 
people do possess abilities that predispose them to be 
effective in influencing others. We could say that this 
could be called 'leadership ability A', the genetically 
based ability. When an individual experiences various 
'leadership development' situations it appears that his 
performance increases to become 'leadership ability B', the 
product of inherited ability and environment. However, in 
assessing leadership performance, we can only sample part 
of this ability, that is 'leadership ability C'. 
10.2 Recommendations for further work 
It must be stressed that this study is primarily 
exploratory in nature and that it suggests a way ahead as 
much as it gives specific results. As such, the 
recommendations for further work forms an important 
section. 
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1. Analysis of individual models. 
There is no doubt that the method would be extremely useful 
if the variable set were restricted to items based on a 
single model. This would enable support for individual 
models to be obtained. 
2. The variable specification could be used to generate 
the variables as already suggested. This would enable an 
assessment to be made as to the relevance of the 
instrumental versus projective mechanism approach. 
3. The MSA could be used in conjunction with one or more 
personality measures to see if the particular personality 
measure concerned could be used as a leader performance 
predictor. 
4. There is no doubt that the processes of non-verbal 
communication are very significant in the leadership 
process. In particular, eye contact seems to be an area 
which could be explored, in particular the relationship 
between incidence of eye contact in task briefings and 
subsequent follower performance. 
5. The concept of professional identity and the subsequent 
transmission of role confidence with associated 
transformational effects is an area which has yet to be 
explored. A leader rating instrument on the principle of 
the LBIM could be developed to explore both leader and 
follower perceptions of leader indentity concept. 
6. If single leadership models were chosen, it should be 
possible to identify structures within the solution space 
along the lines of Brown (1983) and Shapira (1979). The 
present data is too noisy to enable structures to be 
suggested with any conviction. 
7. The qualities approach is much maligned yet there are 
signs in the literature that a number of researchers still 
find merit in the charismatic approach'. The methodology 
could be adapted quite easily to be used to compare leader 
self ratings and followers ratings of a given leader's 
qualities. 
8. Whilst the obvious applications for the methodology with 
regard to investigating the leadership process are quite 
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obvious, the methodology does lend itself to virtually any 
multivariate situation where it is required to examine the 
underlying processes at work by looking at the grouping of 
a set of variables. The methodology is shortly to be used 
to investigate perceptions of a range of stressors in the 
combat situation and will provide a useful analytical 
approach to a very complex research area. 
9. With regard to leadership training, the specific results 
of the present study point to a number of aspects. In 
particular the aspect of team building and developing group 
cohesion is an area which needs exploration. It would be 
most useful to identify what leader activities and 
influence mechanisms enhance team production and those 
aspects which tend to limit team cohesion. These could 
then be included in a leadership training program. The 
effects of changing demand level and associated stress 
effects would provide a useful research area which would 
contribute directly to leadership training for operation 
under stressful conditions such as combat. 
10. Finally, it is suggested that the transformational 
aspect of leadership is the most important yet the most 
difficult area for research. It seems that the commonly 
held concept of the 'gut reaction' to a leader is one which 
really does need investigation. The methodology outlined 
in the present study should provide a useful approach to 
examining this highly complex yet most important aspect of 
leadership operation. Once the underlying processes which 
encourage transformation are identified, then the way ahead 
should be much easier for investigation of the processes 
involved in ambient and strategic leadership. 
Page 297' 
BIBLIOGRAPHY 
ADAIR, J. E. (1968). Training for Leadership. Gower Press. 
ADAIR, J. E. (1971). Training for Decisions. Gower Press. 
ADAIR, J. E. (1973). Training for communication. Gower Press. 
ADAIR, J. E. (1973). Action Centered Leadership. McGraw-Hill. 
ADAIR, J. E. (1980). Inaugural Lecture University of Surrey. 
ADAIR, J. E. (1982). Effective Leadership. Gower Press. 
ADAIR, J. E. (1984). The Skills of Leadership. Gower Press. 
ARGYLE, M. and ROBINSON, P. (1962). Two origins of Achievement 
Motivation. Brit. J. Soc. and Clinical Psychology. 
1962, vol. 1,107-120. 
ARGYLE, M. (1972). Psychology of Interpersonal Behaviour. 
London: Penguin. 
BABINGTON-SMITH, B. and FARRELL, B. A. (1978). Training in 
Small Groups. Pergamon Press. 
BADDELEY, A. D. (1968). A 3 minute reasoning test based on 
grammatical transformations. Psychonomic 
Science, 10,341-342. 
BAGNALL, 11. T. (1972). The Israeli Experience. M. O. D. 
Defence Fellowship Thesis. 
BANDURA, A. (1969). Principles of Behavior Modification. New 
York: Holt, Rinehart and Winston, Inc. 
BARTRAM, D. and DALE, H. C. A. (1982). The Eysenck Personality 
Inventory as a selection test for military pilots. 
J. Occ. Psychol., 55,287-296. 
BASS, B. M. (1960). Leadership, psychology and organisational 
behaviour. New York: Harper 1960. 
BASS, B. M. (1961). Some aspects of attempted, successful and 
effective leadership. J. Appl. Psychology, 45,120-122. 
BEECH, D. (1981). Towards an evaluation of Adair's 
Action-Centered Leadership. Undergraduate dissertation. 
University of Surrey. 
BELBIN, R. M., ASTON, B. R., and MOTTRAH, R. D. (1977). Foundations 
of Management Team Integration. Industrial Training 
Research Unit. Cambridge 1977. 
BELLOWS, R. M. (1959). Creative Leadership. Englewood 
Cliffs N. J.: Prentice Hall. 
BENNIS, W. G. (1959). Leadership theory and administrative 
behaviour. Admin. Sci. Quar., 4,259-301. 
BERKOWITZ, L. (1953). An exploratory study of the roles of 
aircraft commanders. USAF Hum. Res. Cent. Bull., 53/65,1-27. 
BERNARD, L. L. (1926). An introduction to social psychology. 
New York: Holt. 
BLACKMAR, F. W. (1911). Leadership in reform. American 
J. Sociol., 16,626-644. 
BLAKE, R. R., MOUTON, J. S. and, BIDWELL, A. C. (1962). The 
Managerial Grid. Advanced. Managmt., 9,12-25. 
BLAKE, R. R. and MOUTON, J. S. (1964). The Managerial Grid. 
Houston Gulf. 
BLAKE, R. R. and MOUTON, J. S. (1980). The Military Leadership 
Grid. Military Review LX No7. 
BLUM, M. H. (1983). Toscaninis' relation to the Orchestra. 
Hillside J of Clin. Psy. 1983, vol 5(l), 91-127. 
NYU. Psycho. An. Inst. 
Page 298 
BOGARDUS, E. S. (1918). Essentials of social psychology. Los 
Angeles: University of Southern California Press. 
BOGARDUS, E. S. (1929). Leadership and attitudes. 
Sociol. Soc. Res, 13,377-387. 
BOGARDUS, E. S. (1934). Leaders and Leadership. New 
York: Appleton-Century. 
BOLAND, W. R. A. (1979). Brains, Backbone and Guts - the 
Qualities of Leadership. Training 1979,5, No 1,12-15. 
BOOT, R. (1979). New methods for the management learning 
project. Industrial and Commercial Training, 11,1. 
BOOT, R. and. BOXER, P. (1979). Reflective Learning. Paper 
presented at the Conference "Advances in Management 
Education. " UMIST. 
BOWDEN, A. O. (1926). A Study of the personality of student 
leaders in the United States. 
J. Abnorm. Soc. Psychol., 21,149-160. 
BOWERS, P. G. and, SEASHORE, S. E. (1967). Peer leadership within 
work groups. Personnel. Admin., 30(5), 45-50. 
BROWN, J. M. and ARMSTRONG, R. (1982). The structure of Pupils' 
worries during transition from Junior to Secondary School. 
Brit. Educ. Res. J. vol 8, No 2,1982. 
BROWN, J. M. and SIME, J. D. (1982). Multidimensional scaling 
analysis of qualitative data. In SHEPHERD, E and 
WATSON, J. P. (1982) Personal Meanings, John Wiley & Sons Ltd. 
BROWN, J. M. (1983). The structure of motives for moving: a 
multidimensional model of residential mobility. 
Environ. and Planning, 1983,15,1531-1544. 
BUCK, J. H. and, KORB, L. J. (1981). Military Leadership. Sage 
Publications: London. 
BUNDEL, C. M. (1930). Is leadership losing its importance? 
Infantry j., 36,339-349. 
BURNS, J. M. (1934). Psychology and Leadership. Fort 
Leavenworth, Kansas. Command and General Staff School 
Press. 
BURNS, R. B. (1979). The Self Concept: 
Theory, measurement, development and behaviour. London: 
Longmans. 
CANTER, D. (1981). The Potential of Facet Theory for Applied 
Social Psychology. Department of Psychology, University of Surrey, Guildford, U. K. 
CARLYLE, T. (1910). Lectures on Heroes, Hero-Worship and the Heroic in History, In PARR, P. C. (ed), The Clarendon Press: 
Oxford. 
CARTER, L. F. and NIXON, M. (1949). An investigation of the 
relationship between four criteria of leadership ability 
for three different tasks. J. Psychol. 1949b, 27,377-388. 
CARTER, L. F. (1953). Leadership and small group behaviour. 
In SHERIF, M. and, WILSON, M. O. (ED) Group relations at the 
crossroads. New York: Harper. 
CARTWRIGHT, D. and ZANDER, A. (1960). Group dynamics: Research 
and Theory, Tavistock, 1960. 
CATTELL, R. B. and, STICE, G. F. (1954). Four formulae for 
selecting leaders on the basis of personality. 
Hum. Rel., 7,493-507. 
Page 299 
CATTELL. R. B. (1957). A mathematical model for the 
leadership role and other personality role relations. In 
SHERIF, M. and, WILSON, M. O. (ED) Emerging problems in social 
psychology. Norman: University of Oklahoma. 
CHAPMAN, A. J. and JONES, D. M. (Ed)(1980). Models of Man. 
Leicester: British Psychological Society. 
CHILDS, D. (1973). Psychology and the Teacher. London: Holt, 
Rinehart and Winston. 
CONWAY, M. (1915). The crowd in peace and war. New 
York: Longmans, Green. 
COOPER, C. L. (Ed)(1983). Stress Research: Issues for the 
Eighties. Chichester: John Wiley & Sons. 
COOPERSMITH, S. S. (1972). Studies in self esteem. 
W. H. Freeman and Co: San Francisco and London. 
COPELAND, N. (1944). The Art of Leadership. London: Allen. 
COWLEY, W. H. (1928). Three distinctions in the study of 
leaders. J. Abnorm. Soc. Psychology, 23,144-157. 
COWLEY, W. H. (1931). Traits of face-to-face 
leaders. J. abnorm. soc. Psychol., 1931,26,304-313. 
CRONBACH, L. J. and, GLESER, G. C. (1965). Psychological Tests and 
Personnel Decisions. University of Illinois Press. 
CSOKA, L. (1975). Relationship between organisational climate 
and the SE dimension of Fiedler's Contingency Model. 
J. App. Psychology, 60.2.273-277. 
DAVIS, F. J. (1954). Conceptions of official leader roles in 
the air force. Soc. Forces, 32,253-258. 
DOWNES, C. (1982). The Feasibility of relating Officer 
Selection Assessments to performance on Graduate entry 
courses at Sandhurst. APRE Report 82M503. 
DIXON, N. F. (1976). On the Psychology of Military 
Incompetence. Jonathan Cape. 
ELIZUR, D. and, GUTTMAN, L. (1976). The Structure of Attitudes 
towards Work and Technological Change within an 
organization. Admin. Sci. Quarterly, 21,611-622. 
FESTINGER, L. A. (1957). A theory of cognitive dissonance. 
New York: Harper and Row. 
FIEDLER, F. E. (1965). Engineer the Job to Fit the Manager. 
Harvard Bus. Rev. Sep/Oct1965,115-122. 
FIEDLER, F. E. (1971). Validation and Extension of the 
Contingency Model of Leadership Effectiveness. 
Psychological Bulletin, 76,2,128-148. 
FIEDLER, F. E., CHEMERS, M. M. and, MAHAR, L. (1976). Improving 
Leadership Effectiveness: The Leader Match Concept. New 
York: Wiley. 
FIEDLER, F. E. and, MAHAR, L. (1979). A field experiment 
validating Contingency Model Leadership Training. 
J. Appl. Psychol., 64,3,247-254. 
FINCH, F. E. (1977). Collaborative leadership in Work 
Settings. J. of App. Beh. Sci. vol 13,3,1977. 
FINEMAN, S. and MANGHAM, I. (1978). Leadership: Contingencies 
and Training. In WARR, P. B. (1978). Psychology at Work. 
London: Penguin Books. 
FORGAS, J. (1979). Social Episodes. European Association of 
Experimental Social Psychology in association with Academic 
Press. 
Page 300 
FRANSELLA, F. and BANNISTER, R. (1977). A Manual for Repertory 
Grid Technique. Academic Press. 
GALE, A. (1980). The Social Psychophysiology of Interpersonal 
Behaviour. SSRC Report Grant No. HR3947. 
GETSELS, J. W. and GUBA, E. G. (1957). Social behaviour and the 
administrative process. School Rev., 55,423-441. 
GOFFMAN, E. (1959). The Presentation of Self in Everyday 
Life. London: Penguin Books. 
GOLDIN, S. E. and THORNDYKE, P. W. (1980). Improving team 
performance. Rand R-2606-ONR Santa Monica. 
GOUGH, H. G., LAZZARI, R., FIORAVANTI, M., and STRACCA, M. (1978). 
An adjective check list to predict Military Leadership. 
J. Cross. Cultural. Psychol., 9,4,. 
GRACO, W. J. (1978). Some Aspects of the Leadership Process. 
Technical Note 2/78 DPSYCH-A 1 Psychol. Res. Unit Australian 
Army. 
GRIFFIN, R. W. (1981). Supervisory behaviour as a source of 
perceived task scope. J. Occ. Psychol., 54,175-182. 
GUEST, R. H., HERSEY, P. and BLANCIIARD, K. H. (1977). 
Organizational Change through Effective Leadership. 
Prentice Hall Inc: Englewood Cliffs New Jersey. 
HAIMAN, F. S. (1951). Group leadership and democratic action. 
Boston: Houghton Mifflin. 
HALPIN, A. W. (1954). The Leadership Behavior and Combat 
Performance of Airplane Commanders. J. Abnormal and 
Soc. Psychology, vol. 49, no. 1,1954,19-22. 
HAMMMOND, S. (1984). Working note on matrix reduction for 
Smallest Space Analysis. University of Surrey, Department 
of Psychology. 
HARDY, A. B. (1976). Understanding Organizations. 
Penguin: Harmondsworth. 
HARRE, R. (1979). Social Being. Oxford: Blackwell. 
HARRE, R. (1983). Personal Being: A theory for individual 
Psychology. Oxford: Blackwell. 
HART, T. S. (1980). Determination in Battle. Armor May-June 
1980. 
HEBB, D. O. (1966). A Textbook of Psychology(2edn. ) Saunders, 
Philadelphia. 
HELME, W. P., WILLEMIN, L. P. and GRAFTON, F. C. (1971). Dimensions 
of leadership in a simulated combat situation. 
Tech. Rep. 1172, July 1971, U. S. Army Beh. and Systems Res. Lab. HELME, W. P., WILLEMIN, L. P. and GRAFTON, F. C. (1974). Prediction 
of officer behaviour in a simulated combat situation. 
Res. Report 1182, March 1974, U. S. Army Res. Inst. Beh. and 
Soc. Sciences. 
HELME, W. P. and UHLANER, J. E. (1979). Relationships between 
leader knowledge, directive behaviour and performance in 
administrative, technical and combat situations. 
U. S. Res. Inst. for Beh. and Soc. Sci. Tech. Paper 373. 
HEMPHILL, J. K. (1955). Leadership behaviour associated with 
the administrative reputations of college departments. 
J. Educ. Psychol., 46,385-401. 
HENDRICK, H. W. (1979). Differences in Group Problem Solving 
Behaviour and Effectiveness as a Function of Abstractness. 
J. Appl. Psychol., 64,5,518-525. 
Page 301 
HENDRICK, H. W. (1979). Leader Behaviour, Subordinates' 
Reactions and Perceptions of Organizational Climate and 
effectiveness. Perceptual and Motor Skills, 49,803-816. 
HENDRICK, H. W4. (1983). The Trait Approach revisited. U. S. 
Army Report. 
HENDERSON, W. D. (1979). Why the Vietcong fought: a study of 
motivation and control in a Modern Army in Combat. 
Greenwood Press: Westport Connecticut and London. 
HERSEY, P. and BLANCIIARD, K. H. (1969). Management of 
Organizational Behaviour. Prentice Hall Inc., Englewood 
Cliffs New Jersey. 
HERSEY, P and BLANCHARD, K. H. (1974). So you want to know your 
Leadership Style. Training and Development Journal Feb 
1974). 
HERZBERG, F. (1966). Work and the Nature of Man. New York: 
World Publishing Co. 
HILL, N. (1966). Think and Grow Rich. Hollywood: Wilshire 
Book Company. 
HILL, W. (1969). The validation and extension of Fiedler's 
theory of Leadership Effectiveness. Academy of Management 
Journal, March 33-47. 
HONEY, P. (1980). Solving People Problems. McGraw Hill(UK) 
Ltd. 
HOMANS, G. C. (1950). The human group. New York: Harcourt 
Brace. 
HOSKING, D. (1981). A Critical Evaluation of Fiedler's 
Contingency Hypothesis. In STEPHENSON, G. M. 
and DAVIS, J. M. (1981). Progress in Applied Psychology, Vol 
1, Chichester: John Wiley & Sons. 
HUGHES, H., COPELAND, D. R., FORD, L. H. and HEIDT, E. A. (1983) 
Differences in leadership operation. U. S. Navy, Dept. of 
Training. TAEG report 1983 TR154. 
HUNT, J. C. and LARSON, L. L. (1973). Contingency Approaches to 
Leadership. Southern Illinois University Press Carbondale 
and Edwardsville. London: Feffer and Simons Inc. 
JACOBS, T. O. (1979). Leadership and Exchange in Formal 
Organisations. Washington, ONR, HumRRO. 
JAIN, H. C. (1976). Leadership: a management perspective. J. of European Training., 5,1,46-61. 
JANDA, K. F. (1960). Towards the explication of the concept of leadership in terms of the concept of power. Hum. Relat., 13,345-363. 
JAQUES, E. (1976). A General Theory of Bureacracy. 
London: Heinemann. 
JEAPES, A. (1980). Stress in Battle. 
Brit. Army. Review., 66, December 1980. 
JENKINS, J. (1980). A review of leadership studies with 
particular reference to military problems. 
Psychol. Bull., 44,54-79. 
JENKINS, W. O. (1947). A review of leadership studies with 
particular reference to military 
problems. Psychol. Bull., 1947,44,54-79. 
JENKINSON, J. (1980). Leadership Opinion Questionnaire: Some 
Australian Data. Australian Council for Educational 
Research, 28, August 1980. 
Page 302 
JENNINGS, H. H. (1944). Leadership-a dynamic re-definition. 
J. Educ. Sociol., 17,431-433. 
JONES, A. (1981). Inter-rater reliability in the assessment 
of group exercises at a UK assessment centre. 
J. Occ. Psychol., 54,79-86. 
KATZ, D., MA000BY, N., GURIN, G., and FLOOR, L. (1951). 
ProductiviLy, Supervision and Morale Among Railroad 
Workers. Survey Research Center, Ann Arbor: Michigan. 
KATZ, D. and KAHN, R. L. (1952). Human Organization and Worker 
Motivation. In TRIPP, L. R. (ed)(1952)/Industrial 
Productivity, Industrial Relations Research Association, 
Madison, Wisconsin. 
KATZ, D. (1963). Survey Research Centre: An overview of the 
Human Relations Program. In GUETZKOW, H. (ed)(1963). Groups, 
Leadership and Men: Research in Human Relations. Russell 
and Russell Inc.: New York. 
KENNY, C. and CANTER, D. (1981). A facet structure for nurses' 
evaluation of ward designs. J. Occ. Psychol., 54,93-108. 
KNICKERBOCKER, I. (1948). Leadership: a conception and some 
implications. J. Social. Issues., 4,23-40. 
KRECH, D. and CRUTCHFIELD, R. S. (1948). Theory and problems of 
social psychology. McGraw-Hill: New York. 
LABUC, S. (1981). Psychological Stress and Combat Efficiency: 
A review of the literature. APRE report 8R005. Royal 
Aircraft Establishment, Farnborough, England. 
LARSON, J. R., LIPIGLE, J. H., LINGLE, S. and MARK, M. (1984). The 
impact of performance cues onleader behaviour ratings: the 
role of selective information availability and 
probabilistic bias. Org. Beh. and Hum. Perf. 
1984, vo133(3), 323-349. 
LEFTON, R. E., BUZZOTTA, V. R. and SHERBERG, M. (1981). Improving 
productivity through People Skills. New York: Ballinger. 
LE BON, G. (1897 trans 1949). The Crowd. New York: Macmillan. 
LEVINE, S. (1949). An approach to constructive leadership. 
J. Soc. Issues., 5,46-53. 
LIKERT, R. (1956). Developing Patterns of Management II. 
General Management Series No. 182, American Management 
Association, Inc, 1956, p8. 
LIKERT, R. (1961). New Patterns of Management. McGraw-Hill: New 
York. 
LIKERT, R. (1967). Patterns in Management. In 
FLEISHMAN, E. A. (ed)(1967). Studies in Personnel and 
Industrial Psychology. Dorsey Press, Illinois. 
LINGOES, J. C. (1968). The Multivariate analysis of 
qualitative data. Multivariate Behavioral 
Research, 3,61-94. 
LINGOES, J. C. (1973). The Guttman-Lingoes Non Metric Program 
Series. Ann Arbor: Mathesis Press. 
MACDONALD, R. R. and LABUC, S. (1982). Parachuting Stress and 
Performance. APRE Memorandum 82M511, Royal Aircraft 
Establishment, Farnborough, England. 
MANZ, C. C and SIMS, H. P. (1984). Leaderless groups. 
Hum. Relations 1984, vol 37(5), 409-424. 
MASLOW, A. H. (1965). Eupsychian Management: A Journal. Richard 
D. Irwin 1965. 
Page 303 
McCLELLAND, D. C. (1953). The Achievement Motive. New York: 
Century Crofts Inc. 
McKENNA, E. F. (1976). A situational perspective of the 
leadership role of the-Chief Accountant in industry. 
Unpublished PhD Thesis, University of Surrey. 
McQUAIG, J. H. (1967). How to motivate men. New York: Fell 
Publishers. 
MORRISON, T. L. (1984). Member reactions to a group leader in 
varying leadership roles. J. Soc. Psych. 1984, vol 
122(1), 49-53. 
MUMFORD, E. (1909). The Origins of Leadership. Chicago: 
University of Chicago Press. 
MUNSON, E. L. (1921). The management of men. New York: Holt. 
ODIER, C. (1948), Valeur et valence du chef. (trans Stogdill). 
Schweiz. Arch. Neurol. Psychiat., 61,408-410. 
OPPENHEIM, A. N. (1966). Questionnaire Design and Attitude 
Measurement. London: Heinemann. 
PAYNE, G. D. (1977). Person-environment interaction -a 
theoretical and empirical review. Tech. note 1/77.1 
Psychol. Res. Unit Australian Army. 
PETERS, T. J. and WATERMAN, R. H., (1982). In Search of 
Excellence. New York: Harper & Row. ' 
PIGORS, P. (1933). Leadership and domination among children. 
Sociologus, 9,140-157. 
PIGORS, P. (1935). Leadership or domination. Boston: 
Houghton Mifflin. 
PLATO(1945 trans). The Republic. Trans by CORNFORD, F. M. New 
York: Oxford University Press. 
POTTER, J. R. (1982). The Psychology of Leadership: Leader 
Role Perception. Submission for upgrade M. Phil. research 
project to Ph. D. University of Surrey Department of 
Psychology. 
PRESCOTT, B. (1981). Changes in leadership style: Tactical 
Leadership in action. Industrial and Commercial Training, 
July 1981,238-241. 
RIU, Y. and EREZ, M. (1980). Note about tactics used to 
influence superiors, coworkers and subordinates. 
J. Occ. Psychol., 53,319-321. 
RAVEN, B. H. and FRENCH, J. R. P. (1958). Legitimate 
Power, Coercive Power and observability in social influence. 
Socimetry, 21,83-97. 
REDL, F. (1942). Group emotion and leadership. 
Psychiat., 5,573-596. 
REES, C. R. and SEGAL, M. W. (1984). Role differentiation in 
groups: The relationship between instrumental and 
expressive leadership. Small Group Behaviour 1984, vol 
15(1), 109-123. 
RICHARDS, S. A. and CUFFER, J. U. (1972). Behavioural correlates 
of leadership effectiveness in interacting and 
counteracting groups. J. App. Psy. 1972, vol 56, No5,377-381. 
ROSSE, J. G. and KRAUT, A. I. (1983). Reconsidering the vertical 
dyad linkage model of leadership. J. Occ. Psychol., 56,63-71. 
ROYAL MILITARY ACADEMY SANDHURST. (1962). Serve to Lead. A 
leadership manual. 
Page 304 
ROYAL MILITARY COLLEGE OF SCIENCE, SHRIVENHAt4, U. K. (1978). 
Leadership Precis. Department of Political and Social 
Studies. 
ROZEN, N. A., GEORGIADES, N. J. and McDONALD, G. (1930). An 
empirical tesst of a leadership contingency model for 
teaching behavioural science concepts to managers. 
J. Occ. Psychol., 53,1-10. 
RUTAN, J. and RICE, C. A. (1981). The charismatic leader: asset 
or liability. Psychotherapy: Theory, Research and Practice. 
1981, vol 18(4), 487-492. 
SANDFORD, F. H. (1950). Authoritarianism and Leadership: a 
study of the follower's orientation to authority. 
Institute of Research in Human Relations. 
SCHENK, C. (1928). Leadership. Infantry J., 33,111-122. 
SCHNEIER(1978). The Contingency Model of Leadership: An 
extension to emergent leadership and leader's sex. 
Org. Beh. and Hum. Perf., 21,220-239. 
SCHUTZ, W. C. (1961). The ego, FIRO theory and the leader as 
completer. In PERULLO, L and BASS, B. M. (Ed. ) Leadership and 
interpersonal behaviour. New York: Holt, Rinehart and 
Winston. 
SEASHORE, S. E. (1954). Group Cohesiveness in the Industrial 
Work Group. Institute for Social Research. Michigan: Ann 
Arbor. 
SHALIT, B., CARLSTEDT, L., CARLSTEDT, B. S. and 
SHALIT, I. L. T. (1983). Coherence of Appraisal and Coping: 
Parachute Jump Effectiveness. 
Nat. Def. Res. Inst. Stockholm. FOA Report C55058-H3. 
SHAPIRA, Z. (1976). A Facet Analysis of Leadership Styles. 
J. App. Psychol., 61,136-139. 
SHAPIRA, Z. and ZEVULUN, E. (1979). On the use of Facet 
Analysis in Organisational Behaviour Research: Some 
conceptual considerations and an example. Working Paper 10-73-79 to be published in Org. Beh. and Hum. Perf. 
SHARTLE, C. L. (1951). Studies in Naval Leadership. In 
GUETZKOW, H. (Ed. ) Groups, Leadership and men. Pittsburgh: Carnegie Press. 
SHARTLE, C. L. (1956). Executive Performance and Leadership. Englewood Cliffs, New Jersey: Prentice Hall. 
SHEPARD, R. N. (1972). Multi-dimensional Scaling, Vol 1,49-68. 
New York: Seminar Press. 
SHERIF, M. and SHERIF, C. w. (1956). An outline of social 
psychology. New York: Harper. 
SITYE, S. (1978). Theory Construction and Data Analysis in the 
Behavioral Sciences. San Francisco: Jossey-Bass Inc. 
S! 4ITH, H. L. and KREUGER, L. M. (1933). A brief summary of 
literature on leadership. School of Education Bulletin. 
Bloomington: Indianan University. 
SMITH, M. (1934). Personality dominance and Leadership. 
Sociol. Soc. Res., 19,18-25. 
SMITH, M. (1948). Control Interaction. 
J. Soc. Psychol., 28,263-273. 
SMITH, P. B. (1980). The T Group Trainer: Group Facilitator or 
Prisoner of Circumstance. University of Sussex. Paper for 
J. App. Beh. Sci. 
Page 305 
SPAULDING, C. B. (1934). Types of Junior College Leaders. 
Sociol. Soc. Res., 18,164-168. 
STAFFORD-SMITH, D AND CLARK, A. C. (1983). Psychiatry for 
students. London: George Allen and Unwin (Publishers)Ltd. 
STAMP, G. (1981). Levels and Types of Managerial Capability. 
Institute of Organisation and Social Studies, Brunel 
University. 
STOGDILL, R. N. (1948). Personal Factors associated with 
Leadership. J. Psychol., 25,35-71. 
STOGDILL, R. M. (1959). Individual Behaviour and group 
achievement. New York: Oxford University Press. 
STOGDILL, R. M. (1974). Handbook of Leadership: A survey of 
theory and research. London: Macmillan. 
STRUEFERT, S., STREUFERT, S. C. and CASTOR. E, C. H. (1968). 
Leadership in Negotiations and the complexity of Conceptual 
Structure. J. App. Psychol., 52,3,218-223. 
TANNENBAUM, R. and SCHMIDT, W. H. (1958). How to choose a 
leadership pattern. Harvard Business Review, March-April 
1958. 
TANNENBAUM, R. and SCHMIDT, W. H. (1973). How to choose a 
leadership pattern-Retrospective Commentary, Harvard 
Business Review, May-June 1973. 
TAYLOR, J. C. (1971). An Empirical Examination of a Four 
Factor Theory of Leadership using Smallest Space Analysis. 
Org. Beh. and Huri. Perf., 6,249-266. 
TEAD, O. (1935). The art of leadership. New York: McGraw 
Hill. 
TUKEY, J. W. (1977). Exploratory Data Analysis. Addison 
Wesley. 
TZINER, A. and DOLAN, S. (1982). Evaluation of a traditional 
selection system in predicting success of females in 
officer training. J. Occ. Psychol., 55,269-275. 
URWICK, L. F. (1957). Leadership in the twentieth century. 
New York: Pitman. 
USMA. (1978). A Study of Organizational Leadership. 
Harrisburg, P. A.: Stackpole Books. 
WATSON, P. (1978). War on the Mind: The Military Uses and 
Abuses of Psychology. London: Hutchinson. 
WEBER, M. (1947). The theory of social and economic 
organization. New York: Oxford University Press. 
Page 306 
APPENDICES 
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Appendix E Baddeley's Logical Reasoning Test 
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Appendix M Fox LBDQ/Bowers-Seashore model 
Appendix N Tables of results 
Appendix 0 Leader Behaviour Influence Instrument 
(Leader self rating) 
Appendix P Leader Behaviour Influence Instrument 
(Follower rating leader) 
PRINCIPLES OF LEADERSHIP 
(Hill 1937 r"v 1966) 
1. Unwavering courage and self confidence 
2. Self control 
3. Sense of fairness and justice 
4. Definiteness of decision 
5. Definiteness of plans and implementation 
6. Doing more than the minimum required 
7. A pleasing personality 
8. Empathy with followers 
9. Attention to detail 
10. Acceptance of responsibility 
11. Integration and cooperation 
Appendix Al, [(ill's Principles of Leadership 
Al 
Appendix B Fiedler's Least Preferred Coworker Scale 
The Fiedler LPC scale 
LEAST PREFFRREL'COWORK4 SCALE 
Scoring 
Pleasant :: Uiipleecant 
Friendly t : mss 
s,. 
_s 
Unfriendly 
_ ____ 
Rejecting : : _sw: 3, ßs 
s 
-2, -3 
Accepting 
Tense tt "r 2,33.7 -r 357 
Relaxed 
Distant. ts: t: t 
. 1.3 33 . s. 3. $.. 
Close 
Cold ::: 
1 "r"37 3 -"r mal` ý 
Warm 
.. r... _.. 
Supportive s: t Hostile 
Boring :s:: t: Interesting 
Quarrelsome Harmonious 
Gloomy 
215g3 'r 
Cheerful 
Open ; gsýs : : ý:: : -r 7` 5 "+ 3 72- 1 
Guarded 
Backbiting :: 1"2::::: s: 3 T+ 5 -, r 1 '$" 
Loyal 
Untrustworthy :33:: Trustworthy 
Considerate : s_: : _: : _: : r 7- 5 T+ 321 
Incorsiderate 
Nasty ::: Nice 
123 -+ 1 b' 7 -r 
Agreeable 
r1 6- 5 -- -331 
Disagreeable 
Insincere s s"17 
123 ý+ r 
Sincere 
Kind : s_: _: 
I: 
7- 7 7- 5 -3 -2 1 
Unkind 
TOTAL 
BI 
Appendix C Command Task Profile 
Command Task Profile (Potter 1981) 
1. Did the leader understand the task 
objective? 
2. Did heasseas material and human 
resources in relation to the 
objective? 
3. Did he produce a workable plan? 
4. Did he communicate the objective 
efficiently to the group? 
5. Did his performance reflect qualities 
which inspire confidence and motivate 
the followers to integrate and work 
willingly towards the objective? 
6. Did he initiate the effort with a 
sense of urgency? 
7. Did he periodically evaluate progress 
and make minor (task adjustments)? 
8. Did he encourage/redeploy weak 
individuals? 
9. Did he restructure his approach if 
initially unsuccessful and maintain 
credibility? 
10. Throughout the exercise did he 
display self-confidence, technical 
ability consideration for his men, 
control, sense of humour etc,? 
11. Did he praise his followers on 
successful completion to prepare 
the group for the next task? 
12. To summarise, did his performance: 
(a) Show he had a "grip" 
on the situation. 
(b) Produce the right "gut 
reaction" in his men. 
(c) Cause his men to "switch 
on". 
cl 
Appendix D Potter Conceptual Framework 
A composite model to act as a conceptual framework is 
thus suggested and this is shown in the figure over- 
leaf. The three basic areas of leader, followers and 
task needs appear, the leader being subject to a 
number of inputs (including feedbacks) which combine 
to produce his perception of the role he is required 
to perform. The leader's role perception will be 
assumed to arise from three information sources: 
1. Initial conditions such as self concept, 
experience, model to which he is working 
(ideal leader figure) and so forth. 
2. Direct task inputs. It is here that com- 
plexity of cognitive style is important. 
3. Feedback in terms of how the task function 
is being achieved and how the followers are 
performing. 
As a result of this information input, the leader 
arrives at a perception in terms of his intended 
behaviour: 
What he should do 
Why he should do it 
How he should do it 
He then carries out overt behavioural acts both task 
oriented and relationship oriented (in varying degrees) 
together with operating on a non-verbal level. The 
followers are thus subjected to direct inputs from the 
leader together with'their initial conditions including 
cont.... 
Dl 
Appendix D (contd). 
their own self and peer concepts, their perception of 
the ideal leader behaviour, their model of the way they 
feel they should operate, experience and their perception 
of the task demands. We will assume that the followers 
constitute an n dimension set, each carrying out individual 
n 
behaviour. The group thus operates as (a. ) t 
n11 
where 
:L (ai) represents the sum of the individual behaviours 
and the synergistic effect of the group consisting of 
more than the sum of the parts. 
We can then postulate two sets of subordinate behaviour: 
1. The sum of required behaviours 
n 
(a. ) (a1+a2+a3+.... an) 
-2. The sum of actual behaviours 
n 
(bi) _ (bl+b2+b3+... b + 
The feedback signal to be received by the leader is thus 
due to the difference between desired behaviour on the part 
of the subordinates and their actual behaviour, i. e. 
nn 
4 FL (ai) _ (b i) + 
14 1 
Q FL represents feedback, follower to leader. 
The task is thus performed by the followers and feedback 
A TL (feedback task to leader) is received by the leader to 
contribute to his role perception, namely to indicate what 
his next action will be. 
D2 
cont.... 
Appendix D (contd). 
A third feedback which has not been commented upon to 
any extent in the literature is the feedback loop 
ATF (feedback task to followers). This represents the 
follower's viewpoint of how the task is progressing and 
as such is of central importance to the morale state of 
followers. 
The pilot experimental work on the role perception model 
concentrated on determining the shift in role perception 
between task and relationship behaviour from the view- 
points of both leaders and followers. This model may be 
applied to a multitude of leadership situations. 
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Appendix E Baddeley's Logical Reasoning Test 
Sample Sheet 
RESPONSE 
A is not followed by B- BA Q 
B is preceded by A- BA Q 
A is followed by B- AB 
A does not follow B - AB 
B is not preceded by A- AB Q 
B follows A- AB Q 
A is preceded by B- AB Q 
A follows B- AB Q 
B precedes A- BA 
II 
B does not precede A - BA 
IJ 
B is followed by A- AB II 
B is not followed by A- BA [I 
B is followed by A- BA II 
B precedes A- AB 
Q 
A is not preceded by B- BA Q 
A precedes B- AB 
II 
B follows A- BA II 
B is preceded by A- AB Q 
B is not followed by A- AB Q 
A is not followed by B- AB II 
A does not precede B - BA 
Q 
B is not preceded by A- BA I 
B does not follow A - BA Q 
B does not follow A - AB 
I 
A does not precede B - AB I 
A precedes B-- BA Q 
B does not precede A - AB 
A is not preceded by B- AB Q 
A is followed by B- BA 
El 
A follows B- BA (-I 
Appendix F Raven and French Power Perception Profile 
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Appendix F (contd). 
Power Profile 
Name ......................... Time.................... Role.................... 
Rate ......................... Section................. 
ABCDEFG 
18 18 18 18 18 18 88 
17 17 17 17 17 17 17 
16 16 16 16 16 16 16 
15 15 15 15 15 15 15 
14 14 14 14 14 14 14 
13 13 13 13 13 13 13 
12 12 12 12 12 12 12 
II II 11 11 11 11 II 
10 10 10 10 10 10 10 
9 -9 9 9 9 9 9 
8 8 8 8 8 8 8 
7 7 7 7 7 7 7 
6 6 6 6 6 6 6 
5 5 5 5 5 5 5 
4 4 4 4 4 4 4' 
3 3 3 3 3 
.3 
3 
2 2 2 2 2 2 2 
I I 1 1 1 1 1 
A 8 C D E F G 
Coercive Connection Expert Information Legitimate Referent Renard 
F2 
APPENDIX G 
ROLE PERCEPTION INSTRUMENT 
RELATIONSHIP BEHAVIOURS 
alr The leader should give pep talks to stimulate morale. 
a2r The leader should keep the group working as a unit. 
a3r The leader should keep aconstant check on the personal 
wel fare of the members of his group. 
a4r The leader should encourage suggestions on how best 
to tackle the task from the group. 
a5r The leader be able to inspire confidence. 
a6r The leader should allow the group to set its own pace. 
a7r The leader should tread his group members as his equals. 
a8r The leader should check that all his men are eating 
regularly. 
a9r The leader should be sympathetic to weaker members of 
his group. 
aOr The leader should be prepared to abandon the mission if 
it means d riving his men too hard. 
TASK BEHAVIOURS 
alt The leader should make accurate decisions. 
a2t The leader should stick to the rules wherever possible. 
a3t The leader should constantly try to get the best 
performance from his men. 
a4t The leader should assign group members to specific tasks. 
a5t The leader should have a dominant personality. 
a6t The leader should be an excellent map reader. 
alt The leader should be able to deal with confusion and 
sort matters out. 
a8t The leader should be able to do anything his men can. 
a9t The leader should be 100% physically fit. 
aOt The leader should have as good as if not better eye- 
sight than his men. 
G1 
Appcnl(IiX G (conto: ). 
Leader Role Perception Profile 
Date Time Calisign Location 
Rel Task Rel Task 
+ + + + 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ + + + 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ + + + 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ + + + 
+ + + + 
t 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
t 
+ 
t 
+L 
+ 
+ 
+ 
+ 
20 
Rel Task Rel Task 
+ + + + 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ + + + 
+ + + + 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
20 + + + + 
+ 
+ 
+ 
+ 
Rel Task Rel Task 
.+ + + + + + + + 
+ + + + 
+ + + + + + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
. + + + + + + + + 
+ + + + 20 + + + 
G2 
Appendix H Role Perception Profile and matrix 
RP 
Course dato Time Cl. Location Matrix 
CP 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 
1r 
2r 
3r 
4r 
Sr 
8r 
7r 
Sr 
Or 
Or 
1t 
2t 
3t 
4t 
St 
et 
7t 
at 
at 
Ot 
P Dosition C card 
H1 
Appendix I Typical Role Perception data 
Leader Role Perception Profile 
Date Time Callsign Location 
Rel Task Rel Task 
+ + 
+ + + 
+ + + 
+ + + 
+ + + 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ + + 
+ + + 
+ 
+ + 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ + ILDR + + 20 
Rel Task Rel Task 
+ + + + 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
t 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ 
+ 
"+ 
+ 
+ 
+ 
+ 
+ 
+ + + + 
20 + + + + 
+ 
+ 
+ 
+ 
Rel Task Rel Task 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 
+ + + + 20 + + + + 
I1 
Appendix I (contd). 
RP Time C/o Location Court* date M. trla 
CP 1 2 3 4 5 6 7 8 9 10 111 121 13 14 151 161 171 18 191 20 
2r 
3r 
4r 
5r 
6r i I I 
7r 
8r 
9r 
Or 
1t 
2t X IX 
3t 
4t 
5t 
8t 
7t 
t 
9t 
Ot 
P position C card 
12 
Appendix J Robinson-Argyle instrument 
Name ........................ 
Date .................. 
Last CP......... Next CP......... 
Chllsign................ 
Time .............. ... 
Leader's Name........... 
Owed/ne the one alternut/ve with wfikh you most agree 
1 In how many activities do you wish to do your very best? 
as many as possible/many/some/few(very few 
2 Would you hesitate to undertake something that might lead to your failing? 
nearly always/frequently/about half the time/seldom/hardly ever 
3 In how many areas are you personally concerned about how well you do? 
most/many/some/few/very few 
4 Success brings relief or further determination and not just pleasant feelings. 
Oo you agree? 
strong agreement/agreement/neutral/disagreement/strong disagreement 
5 How much effort do you use to reach the goals you set yourself? 
almost 0%/25%/50%/75%/l 00% 
6 How often do you lack confidence when you have to compete against 
others? 
hardly aver/seldom/about half the time/frequently/nearly always 
7 How hard do you feel you have to try in seemingly trivial tasks? 
not at all/not very/medium/fairly/very " 
8 How strong is your desire to avoid competitive situations? 
very/fairly/medium/not very/none 
9 How true is it to say that your efforts are directed towards avoiding failure? 
quite untrue/not very true/unsure/fairly true/quite true 
10 In how many spheres do you think you will succeed in doing as well as you 
cant 
molit/many/some/few/very few 
11 Now far do you agree that effort rather than success is what is important? 
strong agreement/agreement/neutral/disagreement/strong disagreement 
12 How often do you seek opportunites to excel? 
hv4Jly Ox/seldom/about half the time/frequently/most of the time 
1? 
_ 
Now many situations do you avoid in which you may be exposed to 
evaluation? 
very few/few/some/many/most 
: 14 Do you wer do better If you are worried about failing? 
hardly ever/seldom/about half the time/frequently/most of the time 
15 The stronger the chance of failing the more determined you are to succeed. 
Do you Wes? 
strong disagreement/disagreement/neutral/agreement/strong agreement 
J1 
Appendix K LBIML Leader data 
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Appendix M Fox LBDQ/Bowers-Seashore model 
LEADERSHIP BEHAVIORS 
1. The Tank Commander does personal favors for the men in the crew. 
2. The Tank Commander does little things to make it pleasant to be a 
member of the crew. 
3. . He is easy to understand. 
4. He finds time to listen to listen to individuals in the crew. 
5. He keeps to himself. 
6. He looks out for the welfare of each individual in the crew. 
7. He refuses to explain his actions. 
8. He acts without consulting the men in the crew. 
9. He is slow to accept new ideas. 
10. He treats every member of the crew as his equal. 
11. He is willing to make changes. 
12. He is friendly and approachable. 
13. He makes members of the crew feel at ease when talking with him. 
14. He puts suggestions by the members of the crew into operation. 
15. He gets approval from the men in the crew before going ahead. 
16. The Tank Commander makes his attitude clear to the men. 
17. The Tank Commander tries out his new ideas in the crew. 
18. The Tank Commander rules with an iron hand. 
19. He criticizes poor work. 
20. He speaks in a manner not to be questioned. 
1 
21. He assigns individuals to specific tasks. 
22. He works without a plan. 
23. He maintains definite standards of performance for the men. 
24. He emphasizes meeting deadlines. 
25. He encourages the following of standard procedures. 
26. He makes sure his role in the crew is understood by the men. 
27. He insists that individuals follow standard operating procedures. 
28. He lets individuals know what is expected of them. Ml 
29. He sees to it that individuals do as good a job as they can. 
30. He sees to it that the work of the crew is coordinated. 
Appendix M (contd). 
Bowers-Seashore model 
QUF. STIONNAIILK VARLADL. F: S 
I Supervisory leadership 
"To what extent is (does) your supervisor.... " 
A Support 
I ... friendly and easy to approach? " 
2 ... attentive to what you say? " 
3 ... willing to listen to your problems? " 
B Goal emphasis 
4 ... encourage people to give their best effort? " 
3 ... maintain high standard of performance? " 
6 ... set an example by working hard himself? " C Work facilitation 
7 ... encourage subordinates to take action without waiting for detailed review 
and approval from him? " 
8 ... show you how to improve you. - performance': " 
9 ... provide the help you need so that you can schedule work ahead of time? " 
10 ... offer new ideas for solving job-related problems? " 
D Interaction facilitation 
11 ... encourage the persons who work for him to work as a team? " 
12 ... encourage people who work for him to exchange opinions and ideas? " 
13 "How of ten does your supervisor hold group meetings where he and the people 
who work for him can really discuss things together? " 
M2 
APPENDIX N 
Tables of Results. 
The order of presentation of the SSA results is as follows: 
Title Code Section 
Leader total data LBIML N. 1 
Follower total data LBIMF N. 2 
All subjects data LBIMT N. 3 
Follower recce data LBIMFR N. 4 
Follower standing data LBIMFS N. 5 
Follower fighting data LBIMFF N. 6 
Follower time slice 1 LBIMFTI N. 7 
Follower time slice 2 LBIMFT2 N. 8 
Leader recce data LBIMLR N. 9 
Leader standing data LBIMLS N. 9 
Leader fighting data LBIMLF N. 9 
Leader time slice I LBIMLT1 N. 9 
Leader time slice 2 LBIMLT2 N. 9 
The order for presentation of MSA results is as follows: 
Leader total data. LBIML. MSA N. 10 
Follower total data LBIMF. MSA N. 11 
All subject data LBIMT. MSA N. 12 
Matrix coding is as per the legend on page 140. 
Sections N. 1 to N. 9 present coordinates for 3 dimensional 
solutions for the purposes of comp arison. 
Ni 
N. 1 SSA for total leader data (LBIML). 
The reduction of variables to produce a positive manifold 
to the data matrix resulted in the set of 18 variables 
being used as in table n2. When subjected to SSA analysis, 
the results were as follows: 
TABLE nl Guttman Lingoes SSA coordinates for 3 dimensions 
(Semi strong monotonicity) LBIML. 
Variable Centrality Dim 1 Dim 2 Dim 3 
Index 
1 80.162 52.035 -69.037 16.228 
2 44.944 -23.748 -55.362 9.397 
3 97.537 35.555 -100.000 -54.363 
4 119.295 -93.751 -70.937 49.666 
5 98.558 88.310 6.891 -1.694 
6 44.700 -12.500 -12.544 -56.566 
7 63.672 -49.247 21.035 4.412 
8 92.848 -23.738 46.627 46.961 
9 98.960 -28.176 20'. 504 -100.000 
10 92.530 -67.166 -61.811 -69.182 
11 78.495 47.939 -7.887 -69.370 
12 109.870 58.986 66.773 -1.593 
13 59.253 49.882 -39.630 -1.830 
14 96.554 -100.000 -23.604 5.566 
15 110.748 100.000 -32.026 19.159 
16 42.625 -44.203 -20.406 -30.841 
17 100.832 -98.326 17.483 -12.949 
18 57.894 11.989 -73.065 6.487 
Guttman-Lingoes Coefficient of Alienation = 0.12531 in 54 
iterations. Kruskal's Stress = 0.112210. For practical 
purposes these values may be taken as 0.125 and 0.112 
respectively. 
The resultant 3 dimensional SSA plots are shown in section 
7.2.1 together with a discussion of the relative positions 
of the variables. 
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N. 2 SSA for total follower data (LBIMF). 
The reduction process resulted in a set of 29 variables as 
in table n4. 
The three dimensional coordinates which resulted from the 
SSA analysis are shown in table n3 below. 
TABLE n3 Guttman Lingoes SSA coordinates for 3 dimensions 
(Semi strong monotonicity) LBIMF. 
Variable Centrality Dim 1 Dim 2 Dim 3 
Index 
1 45.559 -25.686 -49.058 -23.526 2 70.470 18.982 -44.331 -67.179 3 4.112 -2.315 -12.298 -10.765 4 47.051 -22.737 27.294 -15.417 5 81.833 -83.382 -11.284 -2.148 6 121.426 -92.272 -93.725 -20.764 7 86.434 -22.027 -93.571 19.843 
8 79.038 25.712 -38.667 62.828 
9 27.694 -15.540 -7.217 15.986 10 50.719 -11.127 19.078 30.255 
11 81.504 -48.402 -31.223 57.505 12 59.064 2.141 -9.203 51.689 
13 131.990 89.005 9.433 -100.000 14 67.045 61.328 -18.717 -29.299 15 104.060 93.231 -53.700 -22.242 16 107.557 94.443 -19.662 40.745 
17 81.822 78.305 -0.248 2.910 
18 136.365 18.281 100.000 65.090 
19 47.145 -33.121 4.540 22.864 20 45.727 36.467 -29.487 12.706 
21 59.912 -49.128 -40.785 -32.056 
22 71.800 -71.603 -27.535 -16.567 
23 111.132 -39.074 74.140 -63.558 
24 73.530 44.967 42.185 -15.500 
25 92.579 23.604 -100.000 -30.029 
26 71.433 -15.326 34.797 -57.449 
27 50.285 5.799 -63.479 -2.493 
28 39.895 -10.996 -17.304 -45.718 
29 117.259 -100.000 44.838 -32.274 
Guttman-Lingoes Coefficient of Alienation = 0.18157 in 
54 iterations. Kruskal's Stress = 0.16591. For practical 
purposes these may be taken as 0.182 and 0.166 
respectively. 
The resultant 3 dimensional SSA plots are shown in section 
7.2.2 together with a discussion of the relative positions 
of the variables. 
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N. 3 SSA for total subject data (LEIMT). 
The reduction process resulted in a set of 29 variables as 
in table n6. 
The three dimensional coordinates which resulted from the 
SSA analysis are shown in table n5 below. 
TABLE n5 iuttman Lingoes SSA coordinates for 3 dimensions 
(Semi stronz monotonicity) LBIMT. 
Variable Centrality Dim 1 Dim 2 Dim 3 
Index 
1 53.380 3.911 -47.507 -6.519 
2 73.105 -32.948 59.264 -58.911 3 20.430 -2.060 9.260 -51.724 
4 44.464 34.017 19.964 -30.663 
5 72.417 61.573 -35.214 -39.797 
6 105.552 34.431 -100.000 -15.925 
7 86.810 28.418 -52.524 -100.000 
8 71.824 -43.083 13.384 -93.261 
9 12.492 -0.748 -15.697 -35.962 
10 59.492 14.877 30.457 -81.125 
11 73.662 5.424 -56.865 -85.813 
12 61.294 -18.295 3.362 -94.881 
13 109.916 -43.410 72.421 32.871 
14 62.118 -54.928 19.054 -9.443 
15 100.405 -100.000 0.203 -8.675 
16 97.040 -95.281 -7.299 -66.819 
17 95.259 -88.979 38.312 -33.920 
18 37.616 13.671 -2.687 -69.327 
19 53.445 -54.418 -18.881 -39.963 
20 54.682 22.798 -42.518 -7.881 
21 65.207 39.336 -50.1194 -20.197 
22 99.679 60.498 52.433 16.380 
23 75.955 -20.474 -25.964 34.698 
24 82.991 -57.819 -64.193 -20.267 
25 60.597 32.522 42.118 -18.467 
26 147.791 100.000 94.008 -76.359 
27 46.577 -30.086 -41.310 -41.047 
28 29.091 4.354 19.301 -19.492 
29 100.107 87.969 -13.944 3.717 
Guttman-Lingoes Coefficient of Alienation = 0.17286 in 66 
iterations. Kruskal's Stress = 0.16029. For practical 
purposes these may be taken as 0.173 and 0.160 
respectively. 
The resultant 3 dimensional SSA plots are shown in section 
7.2.3 together with a discussion of the relative positions 
of the variables. 
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N4 SSA for follower recce data (LBIMFR). 
The reduction process resulted in a set of 26 variables as 
in table n8. 
The three dimensional coordinates which resulted from the 
SSA analysis are shown in table n7 below. 
TABLE n7 Guttman Lingoes SSA coordinates for 3 dimensions 
(Semi strong monotonicity) LBIMFR. 
Variable Centrality Dim 1 Dim 2 Dim 3 
Index 
1 82.854 87.681 -41.496 -0.734 
2 59.172 -28.231 -10.619 22.549 3 69.606 -32.153 24.699 -58.353 4 41.579 -25.086 -11.451 -2.519 5 57.241 25.130 -0.362 34.017 
6 112.921 -100.000 -4.531 -14.131 7 72.152 65.901 -4.567 -68.099 
8 103.113 -45.085 62.759 -60.352 
9 91.021 13.129 -100.000 -46.806 
10 38.853 16.776 20.606 -39.459 
11 61.764 46.534 -63.594 -11.272 
12 19.086 -1.292 0.299 -21.584 
13 73.863 -35.549 -40.169 -69.461 14 59.809 12.345 46.367 -12.378 
15 105.152 100.000 45.213 -16.896 
16 82.543 0.211 68.727 -20.151 
17 52.608 2.529 -42.499 21.980 
18 78.976 76.598 -58.927 -21.948 
19 63.968 71.459 10.631 -12.997 
20 97.041 28.844 -65.886 -100.000 
21 116.984 -19.576 -68.238 77.601 
22 29.853 24.017 -35.057 -4.049 
23 116.626 -86.633 -68.031 -47.720 
24 82.167 47.954 -6.656 -94.201 
25 45.226 56.760 -19.897 -14.721 
26 83.266 21.091 27.163 52.106 
Guttman-Lingoes Coefficient of Alienation = 0.18185 in 91 
iterations. Kruskal's Stress = 0.16576. For practical 
purposes these may be taken as 0.182 and 0.166 
respectively. 
The resultant 3 dimensional SSA plots are shown in section 
7.2.4 together with a discussion of the relative positions 
of the variables. 
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N. 5 SSA for follower standing data (LBIMMFS). 
The reduction process resulted in a set of 13 variables as 
in table nlO. 
The three dimensional coordinates which resulted from the 
SSA analysis are shown in table n9 below. 
TABLE n9 Guttman Lingoes SSA coordinates for 3 dimensions 
(Semi strong monotonicity) LBIMFS. 
Variable Centrality Dim 1 Dim 2 Dim 3 
Index 
1 59.340 4.253 9.902 -4.472 
2 70.537 39.327 -45.920 -16.592 
3 73.722 22.959 -74.276 -68.874 
4 89.477 -79.316 -85.224 8.012 
5 106.433 23.103 64.361 -49.136 
6 39.717 -11.552 -33.606 -0.431 
7 80.328 -68.126 -16.975 30.172 
8 97.207 -100.000 -34.921 -100.000 
9 66.691 -49.107 32.348 -26.210 
10 97.235 -97.601 2.690 -94.725 
11 133.402 100.000 -54.191 -72.975 
12 71.428 -34.089 -100.000 -43.055 
13 64.897 -88.647 -44.717 -44.636 
Guttman-Lingoes Coefficient of Alienation = 0.11539 in 41 
iterations. Kruskal's Stress = 0.09464. For practical 
purposes these may be taken as 0.115 and 0.095 
respectively. 
The resultant 3 dimensional SSA plots are shown in section 
7.3.5 together with a discussion of the relative positions 
of the variables. 
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N. 6 SSA for follower fighting data (LBIMFF). 
The reduction process resulted in a set of 31 variables as 
in table n12. 
The three dimensional coordinates which resulted from the 
SSA analysis are shown in table n. ll. 
TABLE nllGuttman Lingoes SSA coordinates for 3 dimensions 
(Semi strong monotonicity) LBIMFF. 
Variable Centrality Dim 1 Dim 2 Dim 3 
Index 
1 64.483 -36.756 -25.610 -96.669 2 65.305 21.861 -43.863 -100.000 3 11.910 -10.636 -22.861 -46.642 4 42.207 -40.128 -6.355 -37.790 5 77.449 -33.701 -77.290 -7.504 6 68.175 13.133 -83.622 -31.456 7 57.803 34.577 -50.997 -11.794 8 34.111 -14.251 -10.062 -14.207 9 47.311 -12.318 1.654 -2.931 10 50.706 -29.318 -59.267 -47.165 11 43.138 2.736 7.251 -9.311 
12 98.923 83.016 8.413 -90.987 
13 52.173 33.777 18.513 -59.911 
14 44.668 40.934 -0.306 -45.980 
15 102.018 100.000 -37.835 -43.203 
16 65.574 34.680 36.557 -33.205 
17 120.605 88.259 -100.000 -40.275 
18 60.353 56.008 3.736 -49.524 
19 93.968 -46.868 62.850 -54.606 20 32.506 -13.409 -28.761 -16.602 21 18.848 17.798 -15.580 -38.659 
22 66.979 -45.085 -37.473 -89.788 23 77.383 -59.309 -58.742 -15.663 
24 98.609 -94.452 6.435 -33.615 
25 82.550 7.744 43.987 -98.202 
26 93.201 25.698 47.804 16.608 
27 40.535 -28.268 1.794 -65.581 
28 73.049 -3.915 -11.547 28.463 
29 44.613 -4.358 -53.630 -70.652 
30 42.784 10.751 -26.879 -34.626 
31 109.190 -100.000 -45.125 -78.789 
Guttman-Lingoes Coefficient of Alienation = 0.20212 in 100 
iterations. Kruskal's Stress = 0.18448. For practical 
purposes these may be taken as 0.202 and 0.184 
respectively. 
The resultant 3 dimensional SSA plots are shown in section 
7.2.6 together with a discussion of the relative positions 
of the variables. 
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N. 7 SSA for follower data time slice l(LBIMFT1). 
The reduction process resulted in a set of 29 variables as 
in table n14. 
The three dimensional coordinates which resulted from the 
SSA analysis are shown in table n13. 
TABLE nl3Guttman Lingoes SSA coordinates for 3 dimensions 
(Semi strong monotonicity) LBIMFT1. 
Variable Centrality Dim 1 Dim 2 Dim 3 
Index 
1 82.123 100.000 -39.030 -17.732 
2 71.857 86.537 -5.267 -45.970 3 42.098 57.797 -51.292 -38.029 4 58.030 73.691 -54.969 -32.972 5 70.049 70.598 -80.374 -45.567 
6 68.735 -32.760 -60.343 -70.191 
7 105.367 -55.297 -69.612 -100.000 8 100.630 92.057 -99.519 -15.492 
9 75.273 -26.282 -90.316 -46.893 10 75.120 23.928 -100.000 -5.037 
11 59.093 57.016 -45.464 7.398 
12 59.353 62.462 -0.231 -64.349 
13 64.047 81.506 -34.329 -56.464 
14 47.196 64.929 -30.297 -52.900 
15 68.828 59.952 -66.819 -81.593 
16 32.382 51.020 -29.721 -47.635 
-17 49.609 53.072 -7.867 -3.656 
18 65.459 68.942 11.413 -30.852 
19 101.126 -8.356 47.328 -92.573 
20 43.236 43.247 4.593 -36.124 
21 82.839 -45.056 14.468 -17.316 
22 124.952 -74.355 -27.361 44.092 
23 112.493 -72.695 -49.377 -97.726 
24 77.443 26.727 43.264 -20.676 
25 128.084 -100.000 -64.784 -8.430 
26 62.914 5.416 -6.370 -92.481 
27 75.371 -3.131 -17.176 32.878 
28 120.819 -98.611 -16.345 -24.404 
29 38.466 31.748 -6.772 -10.491 
Guttman-Lingoes Coefficient of Alienation = 0.13292 in 74 
iterations. Kruskal's Stress = 0.12341. For practical 
purposes these may be taken as 0.133 and 0.123 
respectively. 
The resultant 3 dimensional SSA plots are shown in section 
7.2.7 together with a discussion of the relative positions 
of the variables. 
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N. 8 SSA for follower data time slice 2(LBIMFT2). 
The reduction process resulted in a set of 32 variables as 
in table n16. 
The three dimensional coordinates which resulted from the 
SSA analysis are shown in table n15. 
TABLE n15 Guttman Lingoes SSA coordinates for 3 dimensions 
(Semi strong monotonicity) LBIMFT2. 
Variable Centrality Dim 1 Dim 2 Dim 3 
Index 
1 36.592 -54.304 -36.078 -10.846 2 48.222 -30.812 16.811 26.745 3 9.410 -29.907 -19.007 -7.170 4 31.839 -17.858 16.034 -25.137 5 54.425 -66.394 -8.752 -49.860 6 79.174 -87.621 -57.011 -35.604 7 96.554 -100.000 32.910 33.239 
8 65.855 -26.255 -57.139 -59.588 9 63.466 -15.486 -15.439 -74.386 
10 53.716 2.893 -48.144 -37.292 
11 54.084 -14.847 38.045 -30.007 
12 48.114 -45.354 10.163 -51.119 
13 49.756 -18.914 6.170 -57.916 14 119.763 79.941 21.754 29.680 
15 60.338 -4.206 -43.773 33.314 16 103.236 54.681 -62.955 23.842 
17 113.353 41.771 7.680 -100.000 
18 46.058 -25.923 -57.514 -12.268 19 48.926 18.828 -25.606 -3.718 
20 70.065 -79.053 -14.958 34.899 21 57.787 -40.387 -0.737 -67.385 
22 25.458 -5.947 -25.346 -13.546 
23 50.848 -76.645 -23.308 -9.806 
24 58.598 -79.089 -24.706 -36.047 
25 88.544 -48.573 -21.762 73.174 
26 59.150 -50.966 -45.777 29.802 
27 93.571 -9.606 -100.000 12.504 
28 84.821 34.570 42.157 10.138 
29 117.473 -4.664 100.000 17.234 
30 26.584. -27.946 -37.954 -14.415 
31 37.156 -50.213 11.587 5.779 
32 94.912 -93.633 55.497 -22.919 
Guttman-Lingoes Coefficient of Alienation = 0.20590 in 98 
iterations. Kruskal's Stress = 0.19012. For practical 
purposes these may be taken as 0.206 and 0.190 
respectively. 
The resultant 3 dimensional SSA plots are shown in section 
7.2.8 together with a discussion of the relative positions 
of the variables. 
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N. 9 Leader data 
The set of data for each of the leader sub-matrices is much 
smaller than for the corresponding set of follower data. 
Thus it was not statistically sound to use the same 
variable reduction process to produce a positive manifold 
for each sub-matrix. Instead, it was decided to base the 
SSA analysis on the reduced set of 18 variables obtained 
from the full leader data set. This variable set has 
already been shown in table n2 on page Ni. This was the 
only practical approach because the alternative was to 
attempt the reduction process with matrices of either 6 
subjects in the case of the functional analysis and 9 
subjects in the case of the temporal analysis. 
The sets of 3 dimensional coordinates which resulted are 
shown in tables n17 to n2l. 
TABLE nl7Guttman-Lingoes SSA coordinates for 3 dimensions 
(Semi strong monotonicity). LBIMLR 
Variable Centrality Dim 1 Dim 2 Dim 3 
Index 
1 19.077 15.379 -41.391 -98.983 
2 32.625 27.287 -16.959 -79.071 
3 76.880 -56.727 -51.712 -89.793 4 94.569 -71.858 -33.014 -99.811 5 77.818 -33.182 -100.000 -57.020 6 42.039 60.157 -58.297 -76.021 7 80.825 100.000 -44.623 -89.906 
8 63.484 79.876 -57.293 -100.000 
9 52.576 69.667 -64.096 -86.711 
10 120.052 -100.000 -46.668 -91.139 11 79.216 98.429 -45.325 -89.756 12 33.093 19.290 -77.734 -66.215 13 25.490 38.382 -53.640. -98.389 
14 65.648 6.791 -3.789 -35.586 
15 41.466 57.911 -55.147 -96.469 
16 48.469 50.649 -54.962 -45.108. 
17 63.583 79.250 -26.505 -84.513 
18 107.171 -87.138 -42.964 -88.550 Guttman-Lingoes Coefficient of Alienati on = 0.03929 in 100 
iterations. 
Kruskal's Stress = 0.03221 
N9 
TABLE n18 
Guttman-Lingoes SSA c oordinates for 3 dimensions (Semi 
strong monotonicity). LBI14LS 
Variable Centrality Dim 1 Dim 2 Dim 3 
Index 
1 50.003 -93.039 -64.595 -74.081 
2 23.779 -64.351 -33.052 -55.548 3 75.994 16.388 -67.266 -100.000 
4 74.163 20.331 -22.963 -45.494 
5 63.705 -65.499 -100.000 -32.186 6 11.179 -49.418 -36.830 -65.880 7 42.302 -89.104 -42.251 -66.926 8 35.497 -76.190 -44.505 -83.842 
9 11.634 -45.632 -45.450 -52.727 
10 149.213 100.000 -69.891 -54.798 
11 54.892 -100.000 -59.155 -73.471 12 21.875 -53.985 -67.141 -56.328 13 50.579 -93.384 -65.228 -74.497 
14 70.199 -40.252 22.219 -65.934 
15 50.372 -91.357 -66.734 -48.439 
16 33.112 -54.135 -13.281 -48.370 
17 32.012 -70.358 -25.461 -61.791 18 50.811 -0.974 -56.831 -82.236 
Guttman-Lingoes Coefficient of Alienation = 0.01404 in 86 
iterations. Kruskal's Stress = 0.00987 
TABLE n19 
Guttman-Lingoes SSA coordinates for 3 dimensions (Semi 
strong monotonicity). LBIMLF 
Variable Centrality Dim 1 Dim 2 Dim 3 
Index 
1 38.831 -16.555 -37.830 -42.173 
2 23.043 -3.356 -70.665 -55.037 
3 83.323 -62.004 -19.560 -44.962 4 79.734 -51.310 -88.080 -100.000 
5 83.607 -66.158 -44.036 -93.124 
6 32.481 35.457 -38.804 -48.853 
7 89.397 100.000 -65.209 -62.606 
8 81.208 89.271 -66.403 -82.496 
9 61.766 70.257 -37.206 -59.211 
10 111.639 -100.000 -63.532 -67.878 
11 87.973 94.666 -27.038 -63.655 
12 54.784 48.399 -35.620 -98.662 
13 18.413 5.707 -46.665 -47.731 
14 51.021 30.581 -100.000 -49.570 
15 26.397 18.556 -41.388 -84.814 
16 39.153 5.765 -31.891 --35.543 
17 30.227 89.494 -70.113 -54.690 
18 99.306 -87.027 -53.252 -48.374 
Guttman-Lingoes Coefficient of Alienation = 0.03278 in 100 
iterations. Kruskal's Stress = 0.02513 
Nß 
TABLE n20 
Guttman-Lingoes SSA c oordinates for 3 dimensions (Semi 
strong monotonicity). LBIMLT1 
Variable Centrality Dim 1 Dim 2 Dim 3 
Index 
1 17.749 -16.323 -36.233 -48.719 
2 25.981 -18.304 -38.434 -36.382 3 89.439 51.948 -55.793 -100.000 
4 67.752 38.108 -58.242 -50.361 
5 70.496 8.235 15.307 -43.473 
6 35.748 -62.757 -45.7Y1 -63.155 7 64.607 -91.645 -44.937 -64.768 8 54.655 -79.473 -50.397 -74.628 
9 60.948 -85.042 -43.026 -79.554 
10 128.582 100.000 -27.317 -70.107 
11 73.652 -100.000 -51.763 -67.676 12 29.788 -40.788 -22.210 -76.434 
13 9.829 -35.732 -47.633 -53.097 
14 59.318 -27.370 -100.000 -43.021 
15 44.400 -63.258 -23.022 -76.515 
16 46.032 -49.647 -38.351 -20.412 
17 54.533 -81.586 -42.277 -56.238 
18 94.517 63.792 -68.498 -56.512 
Guttman-Lingoes Coefficient of Alienation = 0.04286 in 72 
iterations. Kruskal's Stress = 0.033090 
TABLE n21 
Guttman-Lingoes SSA coordinates for 3 dimensions (Semi 
strong monotonicity). LBIMLT2 
Variable Centrality Dim 1 Dim 2 Dim 3 
Index 
1 48.900 41.579 3.889 -51.451 
2 27.071 40.757 -50.070 -45.458 
3 69.133 -40.047 -28.659 -45.354 4 91.881 -53.664 -76.137 -95.634 
5 76.673 -26.095 15.573 -77.576 
6 18.881 40.681 -44.789 -55.519 
7 77.266 100.000 -53.145 -79.399 
8 68.359 88.335 -50.841 -89.060 
9 20.977 44.765 -47.402 -66.890 
10 127.238 -100.000 -61.005 -74.237 
11 72.003 93.460 -18.755 -73.441 
12 38.715 37.753 -28.639 -100.000 
13 42.431 49.493 -6.042 -58.073 
14 62.784 31.983 -100.000 -47.760 
15 32.249 43.306 -16.183 -53.357 
16 35.915 28.701 -64.064 -38.713 
17 67.133 85.463 -69.607 -64.388 
18 80.117 -53.233 -25.485 -57.546 
Guttman-Lingoes Coefficient of Alienation = 0.02693 in 100 
iterations. Kruskal's Stress = 0.01985 
N9 
6.4 MSA analysis. 
The positive manifold criterion for the data matrix was 
again adopted. Thus the LBIML, LBIMF and LBIMT matrices 
were individually subjected to LISA analysis with 18,29 and 
29 variables respectively. Two dimensional plots resulted 
and tables n22/23/24 - show the coordinates relating to 
the MSA plots for each of the three major matrices. At the 
time of analysis, it was not possible to process data with 
existing software from more than 100 subjects and this 
present'd an initial problem for the LBIMT matrix which 
consisted of a total of 94 + 18 = 112 subjects. It was 
decided to remove the data relating to 14 of the followers' 
responses in order to bring the analysis well into the 
capability of the statistical package. A random number 
generator programme was used to generate a series of 14 
numbers from a total set of 94. These 14 numbers were then 
taken as absolute subject numbers and the data for these 
followers removed from the data matrix. It was felt that 
this approach was more acceptable than simply removing data 
from the first or last 14 subjects or from a set of 14 
within the matrix. The aim of the MSA analysis of the 
total matrix was to identify whether or not there were 
differences in clustering between leaders and followers 
based on role differences and the effective reduction of a 
set of 94 subjects to 80 was felt acceptable for this 
purpose. 
Random sequence of absolute follower subject numbers 
removed: 
87,25,73,8,60,39,83,45,74,50,6,68,36,12. 
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TABLE n22 LBIML. MSA 
GUTTMAN-LINGOES OUTER-POINT SCALOGRAPI ANALYSIS COORDINATES 
FOR M=2. 
DIMENSION 1 2 
TYPE 
1 -48.226 -72.625 
2 -62.934 -34.025 
3 -63.027 -77.944 
4 -24.404 -100.000 
5 -39.457 -10.120 
6 -59.231 -67.507 
7 -73.279 -9.837 
8 -75.286 -21.476 
9 65.402 11.906 
10 36.062 -71.284 
11 -92.654 18.918 
12 -100.000 36.600 
13 1.210 -37.934 
14 -0.061 -76.207 
15 100.000 33.336 
16 26.044 3.246 
17 3.938 -48.066 
18 -74.526 -11.834 
COEFFICIENT OF CONTIGUITY = 0.919730 FOR 2 ITERATIONS. 
i. e. 0.92 for practical purposes. 
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TALE n23 LBI: IF. ýMSA 
GUTTMAN-LINGOES OUTER-POINT SCALOGRAM ANALYSIS COORDINATES 
FOR t"1=2. 
DIMENSION 1 2 
TYPE 
1 17.716 44.892 
2 -39.217 -7.557 3 -61.284 -36.783 4 -34.862 -8.091 5 -6.807 17.445 6 -13.652 25.939 7 50.120 0.468 
8 -62.088 -39.226 9 92.738 -28.359 
10 67.292 -20.390 11 -43.202 -34.022 12 65.497 -19.652 13 91.524 -39.582 
14 60.289 -21.320 
15 86.253 57.199 
16 95.304 -24.854 
17 90.376 -31.037 
18 25.286 35.852 
19 63.717 34.721 
20 86.573 -1.608 
21 23.676 33.465 
22 71.06 31.643 
23 95.837 -22.431 
24 37.642 21.595 
25 90.620 -25.287 
26 87.773 0.737 
27 78.507 31.183 
28 62.453 -30.486 
29 39.889 -18.030 30 63.243 54.394 
31 91.384 -28.532 
32 71.693 59.751 
33 62.084 54.809 
34 32.967 43.223 
35 89.732 30.414 
36 88.539 2.392 
37 -63.887 -41.061 38 -23.358 -24.171 39 82.141 3.544 
40 54.687 45.475 
41 61.740 -11.524 42 -74.232 -54.732 43 60.725 -18.070 44 67.325 59.630 
45 65.503 -20.033 
46 62.481 -12.255 47 32.077 29.609 
48 13.649 47.714 
49 25.881 34.932 
50 60.406 -11.612 
Ni l 
TABLE. n23(contd. ) LBIMF. NSA 
GUTTI`IAN-LINGOES OUTER-POINT SCALOGRAM ANALYSIS COORDINATES 
FOR ri=2. 
DIMENSION 1 2 
TYPE 
51 64.872 51.420 
52 59.731 -18.011 
53 88.565 -7.175 
54 34.496 -31.790 
55 83.556 24.881 
56 40.490 13.629 
57 -69.443 -52.651 
58 -5.403 18.601 
59 -12.473 14.894 
60 6.238 90.813 
61 79.664 56.675 
62 17.753 41.898 
63 -14.874 -3.911 
64 67.200 62.236 
65 88.497 -16.582 
66 -94.262 -41.235 
67 24.030 43.222 
68 -12.261 -6.171 
69 57.569 68.931 
70 55.643 -21.018 
71 65.803 -19.980 
72 21.950 82.855 
73 98.268 -11.963 
74 88.317 -16.842 
75 12.180 47.585 
76 -99.459 -100.000 
77 -75.823 -54.316 
78 9.333 32.550 
79 76.817 25.710 
80 24.449 47.632 
81 100.000 -23.444 
82 33.409 -34.881 
83 37.310 -38.536 
84 65.920 51.510 
85 0.639 -20.118 
86 -100.000 -99.476 
87 -80.669 -58.603 
88 8.236 14.327 
89 87.329 1.737 
90 79.570 60.744 
91 18.100 14.195 
92 76.916 -30.967 
93 42.736 25.038 
94 24.995 40.069 
COEFFICIENT OF CONTIGUITY = 0.907766. FOR 25 ITERATIONS. 
i. e. 0.90 for practical purposes. 
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TABLE n24 LBIMT. MSA 
GUTTi1A; N-LINGOES OUTER-POINT SCALOGRAM ANALYSIS COORDINATES 
FOR M=2. 
DIMENSION 1 2 
TYPE 
1 48.888 -80.221 2 -21.628 -58.669 3 13.266 -74.083 4 7.979 -69.451 5 -38.795 -60.376 6 -28.987 -56.338 7 -34.940 -61.133 
8 -61.559 -8.091 9 66.039 0.806 
10 69.073 13.923 
11 -77.670 -0.867 12 -63.825 1.507 13 31.531 -21.253 14 39.749 -28.277 15 50.515 -30.075 
16 12.175 -30.206 
17 34.790 -25.734 
18 20.761 -13.743 
19 27.573 -72.659 
20 35.305 0.687 
21 -65.318 33.288 22 -31.683 63.155 23 24.344 -8.469 24 -100.000 51.998 25 62.110 4.230 
26 -64.741 28.424 27 67.430 25.327 
28 53.607 24.376 
29 -33.633 -43.422 30 59.088 17.782 
31 64.649 0.205 
32 52.783 22.598 
33 45.452 -77.139 
34 66.379 23.562 
35 70.910 22.615 
36 -15.638 -52.169 37 39.912 -28.052 38 51.508 -34.061 39 38.247 -78.711 
40 39.571 -27.072 
41 66.962 24.320 
42 51.212 -9.097 43 67.934 26.141 
44 61.899 14.854 
45 36.890 -27.181 
46 52.236 26.531 
47 59.643 11.260 
43 18.730 -71.196 49 51.367 -34.495 50 17.836 -71.324 
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TABLE n24(contd. ) LBIMT. MSA 
GUTT14AN-LINGOES OUTER-POINT SCALOGRAM ANALYSIS COORDINATES 
FOR M=2. 
DIMENSION 
TYPE 
51 
52 
53 
54 
55 
56 
57 
58 
59 
60 
61 
62 
63 
64 
65 
66 
67 
68 
69 
70 
71 
72 
73 
74 
75 
76 
77 
78 
79 
80 
31' 
82 
83 
34 
35 
86 
87 
88 
89 
90 
91 
92 
93 
94 
95 
96 
97 
98 
COEFFICIENT OF 
8.052 
-0.898 
21.241 
72.475 
-63.165 
-40.459 
56.693 
-43.054 21.452 
-59.928 
23.262 
38.394 
22.891 
33.592 
34.398 
-51.393 
23.490 
27.198 
56.122 
18.529 
56.246 
39.218 
60.568 
60.153 
-86.168 
-34.512 
42.864 
20.961 
11.243 
-32.351 
40.419 
-41.451 37.734 
32.958 
48.469 
16.566 
10.402 
51.462 
50.315 
-15.598 70.682 
38.321 
-44.836 
-90.437 
-89.322 
7.596 
34.667 
10.029 
CONTIGUITY = 
2 
-65.008 
-77.432 
-13.639 31.764 
20.429 
57.698 
27.039 
66.459 
-13.399 4.848 
-20.665 
-76.250 
-8.064 
-7.034 
-25.198 100.000 
-6.763 
-13.606 
-78.041 
-9.933 1.109 
33.157 
3.042 
2.542 
45.434 
-26.936 
-74.049 
-74.310 
-68.277 
-48.978 
-74.388 
22.030 
-25.538 
-24.048 
-77.786 
-1.627 
-84.667 
12.402 
16.929 
-100.000 21.598 
-23.780 
-22.408 45.648 
48.426 
-83.902 
-26.597 
-81.517 0.847389: FOR 25 ITERATIONS. 
i. e. 0.85 for practical purposes. 
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APPENDIX 0 
LEADER BEHAVIOUR INFLUENCE INSTRUMENT 
(Leader self rating) 
V1 I was friendly and V2 I kept the patrol V3 I created a good 
approachable. working as a atmosphere in 
tight unit. the patrol. 
V4 I encouraged V5 
initiative in each 
patrol member. 
V7 I let some patrol 
members take 
advantage of me. 
V10 I let some patrol 
members have 
authority that I 
should have kept. 
I listened to V6 
suggestions from 
other members 
of the patrol 
and sometimes put 
them into operation. 
V8 Although I had 
obvious rank 
superiority, I 
treated all my 
patrol members 
as my equals. 
I 'needled some 
patrol members 
to encourage 
greater effort. 
V9 I was a very 
pursuasive 
talker. 
Vll I was concerned V12 I was good at 
about the personal coordinating 
welfare of the the operation 
patrol members. of the patrol. 
V14 I was good at V15 Where possible 
inspiring I explained 
enthusiasm. the reason for 
my orders. 
V13 I trusted the 
other patrol members 
to exercise 
good judgement. 
V16 I inspired 
confidence. 
V19 I stuck rigidly 
to the rules. 
V17 I made it clear V18 I made 
what each accurate 
patrol member decisions. 
should do. 
V20 I worked hard V21 I made my 
at making attitudes 
the exercise clear to the 
a success, patrol members. 
01 
APPENDIX 0 (contd. ) 
V22 I made decisions V23 I was constantly V24 
without consulting pushing for 
the patrol members. greater effort. 
V25 I was heavy-handed V26 
and misused my 
authority. 
V28 I was reluctant 
to allow the 
patrol members 
any freedom of 
action. 
I assigned 
patrol members 
to particular 
tasks. 
V29 I was good at 
the organization 
of the exercise. 
V31 I could sort out V32 I was good at 
problems and make my job. 
it satisfying to 
be a member of 
the patrol. 
V34 I listened to what V35 I helped patrol 
the patrol members with 
members said. equipment 
problems. 
Things tended 
to turn out 
as I predicted 
they would. 
V27 I made sure 
that my job 
was understood 
by all the 
other patrol 
members. 
V30 I could have 
reduced a 
'madhouse' to 
calm and order. 
V33 I was friendly 
and easy to 
talk to. 
V36 I was 
considerate 
to the other 
patrol members. 
V37 I encouraged V38 I demanded a V39 I set a good 
each patrol member high standard example by 
of the platoon to of performance. working hard 
give his best effort. myself. 
V40 I encouraged each V41 I showed V42 I made 
patrol member individual patrol everybody's 
to show members how to job easier by 
initiative. do their jobs good planning 
better. and clear 
instructions. 
V43 I was good at 
making the patrol 
work as a team. 
V44 I encouraged 
members of the 
patrol to 
exchange ideas 
directly with 
each other. 
02 
APPENDIX P 
LEADER BEHAVIOUR INFLUENCE INSTRUMENT 
(Followers rating leader) 
V1 The patrol leader V2 The patrol leader V3 The patrol 
was friendly and kept the patrol leader created 
approachable. working as aa good 
tight unit. atmosphere in 
the patrol. 
V4 The patrol leader V5 The patrol leader V6 The patrol 
encouraged initiativ e listened to leader 'needled' 
in each patrol suggestions from some patrol 
member. other members of members to 
the patrol and encourage 
sometimes put them greater effort. 
into operation. 
V7 The patrol leader V8 Although he had V9 The patrol 
let some patrol obvious rank leader was a 
members take superiority, the very 
advantage of him. patrol leader pursuasive 
treated all patrol talker. 
members as his equals. 
V10 The patrol leader V11 The patrol V12 The patrol 
let some patrol leader was leader was 
members have concerned about good at 
authority that he the personal coordinating 
should have kept. welfare of the the operation 
patrol members. of the patrol. 
V13 The patrol leader V14 The patrol V15 Where possible, 
trusted the patrol leader was good the patrol 
members to exercise at inspiring leader explained 
good judgement. enthusiasm. the reason 
for his orders. 
V16 The patrol leader V17 The patrol V18 The patrol 
inspired leader made it leader made 
confidence. clear what each accurate 
patrol member decisions. 
should do. 
V19 The patrol leader V20 The patrol V21 The patrol 
stuck rigidly to leader worked leader made 
the rules. hard at making his attitudes 
the exercise clear to the 
a success. patrol members. 
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APPENDIX P (contd. ) 
V22 The patrol leader V23 The patrol V24 
made decisions leader was 
without consulting constantly 
the patrol members. pushing for 
greater effort. 
V25 The patrol leader V26 The patrol V27 
was heavy-handed and leader assigned 
misused his patrol members 
authority. to particular 
tasks. 
V28 The patrol leader 
was reluctant to 
allow the patrol 
members any 
freedom of action. 
V31 The patrol leader 
could sort out 
problems and make 
it satisfying to 
be a member of 
the patrol. 
V34 The patrol leader 
listened to what 
the patrol members 
said. 
V37 The patrol leader 
encouraged each 
member of the patrol 
to give his 
best effort. 
V40 The patrol leader 
encouraged each 
patrol member to 
show initiative. 
V43 The leader was 
good at making the 
patrol work as 
a team. 
V29 The patrol 
was good at the 
organization of 
the exercise. 
V32 The patrol 
leader was good 
at his job. 
V35 The patrol 
leader helped 
patrol members 
with equipment 
problems. 
V38 The patrol 
leader demanded 
a high standard 
of performance. 
V41 The patrol 
leader showed 
individual patrol 
members how to 
do their jobs 
better. 
Things tended 
to turn out as 
the leader 
predicted 
they would. 
The patrol 
leader made 
sure his job 
was understood 
by the other 
patrol members. 
V30 The patrol 
leader could 
have reduced 
a 'madhouse' to 
calm and order. 
V33 The patrol 
leader was 
friendly and 
easy to 
talk to. 
V36 The patrol 
leader was 
considerate to 
the other 
patrol members. 
V39 The patrol 
leader set a 
good example by 
working hard 
himself. 
V42 The leader 
made every- 
body's job 
easier by 
good planning 
and clear 
instructions. 
V44 The leader encouraged 
members of the 
patrol to 
exchange ideas 
directly with each other. 
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